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ABSTRACT
Purpose
The purposes of this investigation were as follows:
(1) to examine the relationship between teacher's self-per¬
ceived behavior and their assessment of principal's leadership
ability, and (2) to examine teacher's biographical data and
the affect it has on teacher's assessment of principal's
leadership.
Methods and Procedures
Ten elementary schools were randomly selected from a
large suburban school system in metropolitan Atlanta. Fifty
teachers were also randomly selected and completed two instru¬
ments, the Tuckman Teacher Feedback Form and the Profile for
Assessment of Leadership. A biographical data sheet was also
completed by participants.
The research hypotheses were tested by using chi-
square at the .05 level of significance. Competencies in¬
cluded in the Profile for Assessment of Leadership were test¬
ed statistically by using chi-square, frequency distributions,
and percentile analysis for each variable. The Tuckman
Teacher Feedback Form was statistically tested by using Fac¬
tor Analysis, VariMax Rotation.
Results
Results of the Profile for Assessment of Leadership
indicated that white female teachers assessed principals
higher than male teachers regardless of male's race. The
ii
majority of teachers indicated that principals, regardless
of school location and other variables, were assessed high in
supervision, organization, planning, and evaluation.
Results of the Tuckman Teacher Feedback Form, which
measured self-perceived behavior of teacher, indicated that
white female teachers from the central area assessed their
behavior higher than south area teachers.
Conclusions
The results do not indicate a relationship between
teacher's self-perceived behavior and their assessment of
principal's leadership. Some interesting findings were:
1. Elementary school principals tended to relate
more positively to female teachers than with white male
teachers.
2. The communication skills competency as a whole
was revealed as a problem area for elementary school princi¬
pals in this study.
3. Planning, organizing, supervising, and evalua¬
tion were assessed the highest of the competencies assessed
by teachers of principal's leadership.
4. Teachers with a positive self-concept assessed
the principal positively.
5. The self-perceived behavior of teachers was some¬
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The purpose of this chapter is to give a statement of
the problem, specify the need for the study, discuss variables
as to the interrelationships between each other, state hypo¬
theses, limitations, and define specialized terms used in the
study.
Statement of the Problem
"The principal is often the person in the middle,
caught between the central office and the school board, on
the one hand, and between teachers and parents on the other,"
Strother (1983).^ Educational institutions have not made
good use of teacher feedback as a means of helping elementary
principals modify their leadership. Bailey (1984) states
that faculty feedback is one of the most valuable sources
available to administrators who are engaging in improvement
2
practices. Principals are often required to function with¬
out assistance from anyone. They frequently find themselves
engaged in the same activities year after year according to
^D. B. Strother, "The Many Roles of the Effective
Principal," Phi Delta Kappa (December 1983):291.
2 . .
G. D. Bailey, "Faculty Feedback for Administrators:





Persaud (1985). Teacher feedback when utilized properly
emphasizes administrative improvement instead of administra¬
tive evaluation. The writer believes that due to the lack of
feedback, some principals find it difficult to improve their
leadership. Therefore, this study will examine the relation¬
ships between teacher self-concept and teacher biographical
data and the assessment of elementary principal's leadership
through teacher feedback.
More specifically, answers to the following questions
are sought: (1) What is the relationship between teacher self-
concept and teacher feedback of principal's leadership? (2)
What is the relationship between teacher biographical data
and teacher feedback of principal's leadership?
Statement of Need for the Study
This study is significant to the area of educational
administration because research on the school administrator
from 1967-1980 by Bridges et al. (1982) indicated that few
areas relating to administrative attitudes have been re¬
searched. Specifically, Bridges cited the following three
areas as the only attitudes studied among administrators;
(1) attitudes toward principals' work, (2) attitudes toward
different types of educational programs, and (3) attitudes
relating to various aspects of collective bargaining.
3
Lecture by G. Persaud, Seminar in Educational Adminis¬
tration, Atlanta University, Atlanta, Georgia, 1985.
4
E. M. Bridges, "Research on the School Administrator;
The State of the Art, 1967-1980," Educational Administration
Quarterly 18, No. 3 (Summer, 1982);12-33.
3
Leithwood and Montgomery (1982) review of the literature
on the role of the elementary principal identified three cate¬
gories of studies: (1) those that focus on the role of the
principal, (2) those that deal with school change and the im¬
plementation of educational innovations, and (3) those that
5
look at school effectiveness.
Studies such as Gilligan (1982), Roach (1982), Walls
(1981), and Ross (1980) all imply that teachers' perceptions
of elementary principals' leader behavior has an impact on
their leadership styles.^ Morrison (1980) found in her re¬
search that principals were not knowledgeable of their per-
7
ceived leadership style or personality type.
A survey done by J. J. Walker (1976) revealed that
Georgia teachers, when asked about their feeling toward their
principal, significantly indicated a dislike toward their prin-
K. A. Leithwood and D. J. Montgomery, "The Role of
the Elementary Principal in Program Improvement," Review of
Educational Research (Fall, 1982):309-339.
^T. P. Gilligan, "An Analysis of the Leader Style of
Elementary Public School Principals as Perceived by Their
Faculty" (Ph.D. dissertation, George Washington University,
1982), p. 2; D. R. Roach, "Perceived Principal Effectiveness
as a Function of the Relationship Between Leadership Style
and Job Related Maturity of Elementary Teachers" (Ph.D. dis¬
sertation, Ohio University, 1982), p. 2; A. A. Walls, "Ele¬
mentary Teachers' Perceptions and Expectations of Their Prin¬
cipals' Leader Behavior and Teachers' Preferences for Princi¬
pals as Their Instructional Leaders" (Ph.D. dissertation,
Miami University, 1981), p. 3; A. Ross, "The Impact of a Com¬
munications and Leadership Training Program on Altering
Teachers' Perceptions of Their Principals' Traits" (Ph.D.
dissertation. Bowling Green State University, 1980), p. 2.
7
M. J. Morrison, "Perceptions of Principals Concerning
Knowledge of Leadership Style and Personality Preference for
Self-Improvement" (Ph.D. dissertation. The Florida State
University, 1980), p. 3.
4
O
cipal's behavior. The most frequent problems identified by
teachers were; (1) the principal was not consistent in what
he/she said from one meeting to the next. The principal
usually dominated in the verbal communication between princi¬
pal and teacher. Whenever teachers made a suggestion, the
response from the principal was negative.
Torry (1971) reports that principals act from one point
of reference (their own) in formulating evaluation criteria
for teachers and also in making decisions on the objectives
9
of the classroom observation.
Link (1971) studied 177 teachers and 38 principals and
found that open communication was valued more by teachers than
in previous studies carried out by Bl\amberg (1974) , and White
and Reavis (1977).^® In Link's study, teachers felt that the
open climate environment allowed them to learn more about
themselves, their personal classroom behavior, and conference
held in this type of setting was more productive. The closed
climate in contrast was perceived as inhibiting, character-
O
J. J. Walker, "Georgia Teachers List Irritating Habits,"
Phi Delta Kappa, ^(1976), p. 350.
9
M. M. Torry, "A Study of Administrator, Supervisor,
and Teacher Perceptions of the Classroom Visitation" (Ph.D.
dissertation. University of Wisconsin, 1971), p. 3.
H. Link, "Teacher-Supervisor Conference Interven¬
tion: A Study of Perceptions and Their Relation to Selected
Variables" (Ph.D. dissertation. University of Virginia, 1975),
p. 2; A. Bliamberg, Supervisors and Teachers; A Private Cold
War (Berkeley; McCutcheon Publishing Company, 1974), p. 30;
M. White and A. Reavis, "A Test of the Supervision Clinic
Model," Journal of Educational Research, 1^(1911), pp. 311-
315.
5
ized by a superior/subordinate relationship where the principal
has the only correct answer.
White and Reavis (1977) reported that industrial super-
visors are similar to educational administrators in that they
tend to perceive themselves as being more easy to approach
than teachers.Poor communication is a logical conclusion
when there are differences between how teachers view the role
of principals and the view held by principals of their role.
In a study of supervisor, principal, and teacher views
of the supervisor's role, Cardenas (1966) found teachers more
often than principals in disagreement of the principal's per-
ception of his/her role. Smith (1975) also found a signi¬
ficant difference between the principals' perception of their
role and the perception held by teachers regarding the prin¬
cipal role.^^
The majority of studies focusing on the assessment of
principals have been limited to studies investigating princi¬
pals' individual attitudes and, secondly, the principal's
role as perceived by teachers and principals. There appears
to be a need to explore the interrelationships between self-
White and A. Reavis, "A Test of the Supervision
Clinic Model," Journal of Educational Research 70(1977);
311-315.
12
J. A. Cardenas, "Role Expectations for Instructional
Supervisors as Expressed by Selected Supervisors, Administra¬
tors, and Teachers" (Ph.D. dissertation. University of Texas,
1966) , p. 2.
13
G. F. Smith, "Teachers' Perceptions of Supervision
in Virginia" (Ph.D. dissertation. University of Virginia,
1975) , p. 2
6
concepts of teachers and the relationship between their bio¬
graphical data in the assessment of principal's leadership as
a means of teacher feedback.
Independent and Dependent Variables
Previous studies have investigated the relationship
between self-reported job satisfaction of elementary princi¬
pals and their self-perceived management style (Jefferson,
1979) ; the relationship between selected teacher demographic
data and teachers' assessment of their principal (Davis, 1981);
principal's leader style in terms of "task orientation" or
"people orientation" (Gilligan, 1982) ; and the impact of the
teacher's perception of the principal's leadership behavior
14
and faculty morale on student achievement (Senigaur, 1981).
This study differs from previous studies in that it
examines the relationships between self-concept and biographi¬
cal data of teachers and the relationship to teacher's assess¬
ment of principal's leadership.
Teacher feedback is the dependent variable in the study.
The independent variables are self-concept and biographical
14
A. G. Jefferson, "An Investigation of the Relation¬
ship Between Elementary Public School Principals' Self-Report¬
ed Job Satisfaction and Their Self-Perceived Management Style,"
(Ph.D. dissertation. University of New Orleans, 1979), p. 4;
E. L. G. Davis, "An Analysis of Teachers' Assessments of Ele¬
mentary Principals' Performance" (Ph.D. dissertation. The
University of Michigan, 1981) , p. 3; T. P. Gilligan, "An
Analysis of the Leader Style of Elementary Public School
Principals as Perceived by Their Faculty" (Ph.D. dissertation,
George Washington University, 1982), p. 2; E. Senigaur, "The
Teacher's Perception of the Principal's Leadership Behavior
and Faculty Morale: Their Impact on Student Achievement"
(Ph.D. dissertation. University of Houston, 1981), p. 2.
7
data. Variables included in the biographical data are as
follows: highest degree completed, age, sex, race, marital
status, years of experience as a teacher, years of employment
in present school system, years of employment at present
school, and location of school.
Hypotheses
Self-concept and biographical data of teachers, the
independent variables, will affect the dependent variable,
teacher feedback, in the following ways:
Ho^: If the teacher views himself/herself positively,
the assessment of the principal will also be
positive.
HO2: Teacher's biographical data will influence how
the teacher will assess principal's leadership.
Ho^: Since biographical data of teachers will differ,
so will their assessment of principal's leader¬
ship.
Limitations
All participants are employees of one school system
and geographically located in approximately one-half of the
school district. Internal validity is also affected by limit¬
ing teacher observation of the principal's leadership skills
for a period of less than one year. The major threat to ex¬
ternal validity is the inherent weakness in the use of rating
scales. There is the possibility of the inclusion of the
rater's biases and perceptual problems which are a part of
subjective judgements.
Definitions of Terms
Throughout the study, several specialized terms are
8
used. The following terms are defined to clarify the usage
in the study:
Self-concept - refers to "the organization of all that
seems to the individual to be or *me'. It is what an in-
15
dividual believes about himself" (Combs & Snygg, 1959).
Teacher Feedback - the assessment of principals by
teachers based on results obtained from the Profile for Assess¬
ment of Leadership (PAL) instrument.
Perception - is "the process by which sensory input is
interpreted so as to make it meaningful' (Sartain, North,
Strange, & Chapman, 1961).^^
Biographical Data - is information pertaining to a
person's life which may be personal and/or professional
17
(Webster's Third New International Dictionary).
^^A. W. Combs and D. Snygg, Individual Behavior,
Revised Edition (New York: Harper and Brothers, 1959), p. 1.
^^A. Q. Sartain, A. J. North, J. R. Strange, and H. M.
Chapman, Psychology (New York: McGraw-Hill, 1962), p. 418.
17
Webster's Third New International Dictionary, G. and
C. Meriam Company Publishers (Springfield, MA., U.S.A., 1971),
p. 1024.
CHAPTER II
REVIEW OF RELATED LITERATURE
The purpose of this chapter is to review books and
articles related to the study. The review is organized under
the following four headings: (a) Perception, (b) Self-concept,
(c) Teachers' Perception of Elementary Principals, and (d)
Attitudes, Behavior, and Leadership Styles of Elementary
Principals.
A concluding summary attempts to organize the review
into a general statement on the interrelatedness of the con¬
cepts and subsequent effect they have on teacher assessment
of principal's leadership.
Perception
In any discussion of how people perceive others, per¬
ception should be of utmost concern. Sartain, North, Strange,
and Chapman (1962) defined perception as "the process by which
18
sensory input is interpreted so as to make it meaningful."
People have a tendency to perceive objects and situations in
a way that meets their personal needs. This process also in¬
cludes our perception of the motivation behind others' behavior
19
(Heider, 1959). Whenever we perceive the behavior of others
18
A. Q. Sartain, A. J. North, J. R. Strange, and H. M.
Chapman, Psychology (New York: McGraw-Hill, 1962) , p. 418.
19
F. Heider, "On Perception, Event Structure, and Psy¬




as being inconsistent, confusing, or unexpected, the percep¬
tual process becomes even more difficult to interpret. Sar-
tain and others (1962) indicated that situations that are am¬
biguous or indefinite, motives and emotions are more likely to
20
be influenced by the way it is perceived.
External stimuli are not the only way perceptions are
developed; they are also a result of how the perceiver in¬
terprets the situation (Sheridan, 1971).^^ Koffka (1935)
stated that we "see things as we do because they are as they
22
are." Perception, specifically social perception, is viewed
as not being significant when interpreting situations accord-
23
ing to Bern (1972). Non-verbal communication, another aspect
of our interactions with others, is more difficult to identi¬
fy. Cues such as facial expression (Dixon, 1966), voice in¬
tonation (Chomsky, 1974), and size of the pupil of the eye
(Hess and Polt, 1960) are some of the non-verbal clues that
24
individuals give. The perceiver interprets these clues
20
A. Q. Sartain, A. J. North, J. R. Strange, and H. M.
Chapman, Psychology (New York; McGraw-Hill, 1961);244.
21
C. L. Sheridan, Fundamentals of Experimental Psy¬
chology (New York: Holt, Rinehart, & Winston, 1971);17.
22
K. Koffka, Principals of Gestalt Psychology (New
York: Harcourt, 1935) , p. 42.
23
D. J. Bern, "Self-Perception Theory," Advances in Ex¬
perimental Social Psychology 6 (1972);l-62.
24
N. F. Dixon, "The Beginnings of Perception." In B. M.
Foss (Ed.), New Horizons in Psychology (Baltimore; Penguin,
1966, pp. 45-67; N. Chomsky, Aspects of the Theory of Syntax
(Ccunbridge, MA: MIT Press, 1974) , p. 31; E. H. Hess and J. M.
Polt, "Pupil Size as Related to Interest Value or Visual
Stimuli," Science, 132 (1960);349-350.
11
through the perceptual process, according to Heider (1959)
25
and Gibson (1969). This process includes selection, organi¬
zation, and interpretation of the object or situation of con¬
cern. The results of the perceptual process is the response
expressed by the individual perceiver. Bern (1972) noted that
it is a common practice for the perceiver to consistently dis¬
regard the same or similar cues during the selection stage of
2 6
the perceptual process. The same also occurs during the
organizational component of the process. Information gathered
during the selection process is usually organized by individu¬
als in a consistent manner. There are several common examples
of perceptual organization. The following are three of these
examples: stereotyping, a human tendency of associating at¬
tributes to an individual solely on the basis of a category
to which the person is assigned (Snyder, Tanke, & Berscheid,
27
1977) . Projection, the second example is the tendency to
see personal traits you possess in others (Sartain et al.,
28
1962) . Thirdly, the halo effect is the tendency in making
an estimate or rating of one characteristic of a person to be
25
F. Heider, "On Perception, Event Structure, and Psy¬
chological Environment,” Psychological Issues 1, No. 3 (1959):
22; E. Gibson, Principles of Perceptual Learning and Develop-
ment (New York: Appleton-Century-Crofts, 1969), p. 19.
26
Bern, Advances in Experimental Social Psychology,
1-62.
27
M. Snyder, E. D. Tanke, E. Berscheid, "Social Percep¬
tion and Interpersonal Behavior: On the Nature of Self-Ful¬
filling Nature of Social Stereotypes," Journal of Personality
and Social Psychology, 35 (1977): 656-666.
28
31.
Sartain, North, Strange, and Chapman, Psychology,
12
influenced by another characteristic or by one's general im-
29
pression of that person (English & English, 1958),
Perceptions of others and perceptions of self are both
fundamental whenever feedback of objects and situations are
sought (Snygg & Combs, 1959; Lazarus, 1966; Coopersmith, 1967;
and Bern, 1972).^® Situations are interpreted as indicated
earlier by people on the basis of a limited number of cues,
some of which may be in error in perceiving the total situ¬
ation. Errors are also possible in self-perception accord¬
ing to Bern. Self-perception involves the person's self-concept
to a degree which is undetermined in measuring the affect it
has on assessing the behavior of others.
Self-Concept
According to Sherwood (1965), self-concept is related
to how one sees himself and the amount of satisfaction gained
31
from what he sees. This judgment is personal and it is the
degree of worthiness individuals hold toward themselves.
29 ...
H. B. English and A. C. English, A Comprehensive Dic¬
tionary of Psychological Terms (New York; Longmans, 1958);236.
30
Coombs and Snygg, Individual Behavior, p. 5; M.
Lazarus, Psychology (New York: Wiley, 1966) ;25; S. Cooper-
smith, The Antecedents of Self-Esteem (San Francisco: Free¬
man Press, 1967, p. 20; Bern, Advances in Experimental Social
Psychology, 1-62.
31
J. J. Sherwood. "Self-Identity and Referent Others,"
Sociometry, 28 (1965):66-81.
13
Self-concept as defined by Carl Rogers (1959) is: . .
the organized consistent conceptual gestalt composed of per¬
ceptions of the characteristics of the or 'me' and the
perceptions of the relationships of the '!' or 'me' to
others.
Jourard (1962) and Rogers (1959) both agree that be¬
liefs which make up the self-concept are not totally based
33
on the individual's direct observations of his own behavior.
Jourard states that the self-concept is comprised of all the
beliefs an individual holds concerning what kind of person
he is. "Many of the beliefs a person holds about self have
been acquired from others, which affects behavior and in turn
impacts others who interact with that person" (Jourard,
1962)
Hellreigel (1979) noted that individuals with a self-
concept that is characterized by feelings of inferiority,
weakness and/or inadequacy are more likely to experience dif¬
ficulty conversing with others, expressing individual feelings
appropriately, confess when they have erred, or accept con-
32
C. R. Rogers, "A Theory of Therapy, Personality, and
Interpersonal Relations, as Developed in the Client-Centered
Framework." In S. Koch (Ed.) Psychology; A Study of Science -
Volume III (New York: McGraw-Hill, 1959);200.
33
S. M. Jourard, "Self-Disclosure and Othercathexis,"
Journal of Abnormal Social Psychology 59 (1962):428-431;
Ibid., pp. 428-431; Rogers, "A Theory of Therapy," P. 199.
^^Jourard, "Self Disclosure," p. 163.
14
35
structive criticism positively from others. Arieti (1967)
indicated that individuals with a positive self-concept had
needs for security, love, and respect. Their interaction
with others are usually child-like, that is, less inhibited,
3 6
less defensive, less retaliatory, and less evaluative.
Thus far the review of related literature has focused
on perception and self-concept in an effort to link these
elements to the evaluation of the performance of others.
These two elements are significant in the research of the
present study in that they relate to teacher's feedback of
principal's leadership. As mentioned earlier, perceptions
such as stereotyping, projection, and the halo effect influ¬
ence the assessment an individual makes of another person.
Self-concept also cited previously indicates beliefs about
self and others is a combination of beliefs acquired from
more than one source.
Since perception and self-concept are related to feed¬
back and assessment of an individual's performances, this re¬
view of the literature continues with a more specific dis¬
cussion of research done relating to teachers' perception of
elementary principals and attitudes, behavior, and leadership
styles of elementary principals.
35
D. Hellreigal, Organizational Behavior (St. Paul;
West Publishing Co., 1979), p. 35.
3 6
K. Arieti, The Intrapsychic Self; Feelings, Cognition,
and Creativity (New York; Harcourt Press, 1967), p. 41.
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Teachers' Perception of Elementary Principals
Jefferson (1979) investigated the relationship that
exists between self-reported job satisfaction of elementary
. . 37
school principals and their self-perceived management style.
Further study investigated whether principals who scored high
in job satisfaction correlate more closely to a democratic
management style, and whether principals who scored low in
job satisfaction correlate more closely to authoritative
management style.
The sample consisted of elementary school principals
from the New Orleans Parish Public School System. Principals
were invited by letter to participate in the study. Thirty-
two principals, 64 percent of the principals, returned usable
data.
Instruments used were The Job Descriptive Index to
measure the relationship between self-reported job satisfac¬
tion and the profile of a school to measure self-perceived
management styles.
The Pearson r product-moment correlation was used to
measure the relationship between self-reported job satisfac¬
tion and self-perceived management style.
Results indicated that there was no significant re¬
lationship between self-perceived management style and self-
reported job satisfaction. There were significant differences
in the degree of satisfaction among the five scales of the
Job Descriptive Index.
37
Jefferson, "An Investigation,"p. 3.
16
Davis (1981) examined the relationships between selec¬
ted teacher demographic data and teacher's assessments of
their principal's performance. A secondary purpose was to
determine if a profile of principal's behaviors could be de-
38
veloped utilizing teachers' assessments.
The samples included principals in twenty-two randomly
selected urban elementary schools and their teaching staffs.
Two hundred fifty-seven teachers responded to a 64-item in¬
strument, the Principal Performance Description Survey-
Teachers' Form was developed by Ellett and Payne. The instru¬
ment measures teachers' perceptions of the frequency and ef¬
fectiveness with which their principals perform certain school-
related tasks in four functional areas of responsibilities.
Demographic data was obtained from a Supplementary Teacher
Respondent Profile Sheet developed by the researcher.
Major findings revealed that variables such as teacher's
age, level of professional training, major, years in the pro¬
fession, years in current school, and school's socioeconomic
status were not significant factors in how teachers perceived
their principal's performance. Significant differences were
found when teacher's sex was matched with principals of the
same sex or of the opposite sex. Other significant findings
were found between (1) married and single teachers' assess¬
ments of principals' effectiveness in certain areas; (2)
teachers' assessments in schools with low and high pupil
38
E.L. G. Davis, "An Analysis of Teacher's Assessments
of Elementary Principals' Performance" (Ph.D. dissertation.
The University of Michigan, 1981) , p. 2.
17
mobility rates; and (3) teachers who did not desire a transfer
from their school.
Gilligan (1982) investigated the leader style of ele¬
mentary school principals in terms of their "task orientation"
and their "people orientation," and sought to determine if
nine non-leader style variables significantly affected teacher
39
rating of the leader style of elementary principals. Teacher
age, principal age, teacher experience, principal experience,
teacher sex, principal sex, teacher race, teacher degree level
and teacing level were the variables examined in this study.
The sample consisted of 15 principals and 263 teachers.
The instrument used was the Organization Climate Sur¬
vey (OCS) which offered data on the leader style. Task ori¬
entation and people orientation were two dimensions plotted
on the administrative grid. The position on the grid identi¬
fied the leaders tyle.
Results from the study revealed that the leader style
of elementary principals was more task oriented than people
oriented. Teacher age, teacher experience, and principal ex¬
perience (three of the nine variables) significantly affected
the teacher rating of a principal's leader style. Younger
teachers rated the younger principals higher on their leader
style than they rated older principals. Experienced teachers
compared to less experienced teachers rated the leader style
of principals significantly higher than less experienced
39
Gilligan, "An Analysis," p. 3.
18
teachers. Experienced principals also rated the leader style
much higher than leader style of less experienced principals.
Results indicated that school systems should develop
training programs to maximize the strengths of elementary
principals and minimize the weaknesses that are found in
different situations which affect the perception of a prin¬
cipal's leader style.
Roach (1982)examined the Life Cycle Theory of Leader¬
ship by Hersey and Blanchard (1977) and applied it to an ele-
40
mentary educational setting. This study also sought to
operationalize, develop, and utilize instruments to measure
job related maturity in elementary teachers and perceived
effectiveness in principals.
Two hundred twenty-two elementary teachers in four
public school districts and twenty elementary principals of
the same schools located in Ohio composed the sample in this
study.
Instruments used were the Leader Behavior Description
Questionnaire which measured leadership style of principals.
The second instrument was the Teacher Description Question¬
naire (TDQ) which measured the teacher's job-related maturity.
The Principal Effectiveness Scale (PES) measured the perceived
principal effectiveness.
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Analysis of the results indicated that principals whose
leadership style as measured by the LBDQ, matches the job-
related maturity of teachers as reported by both principals
and teachers on the TDQ. Another finding was that leadership
style and related maturity does not appear to be a determin¬
ing factor in principal effectiveness.
Senigaur (1981) examined the impact of the teacher's
perception of the principal's leadership behavior and faculty
41
morale on student achievement (language, reading, and math).
It also intended to identify those factors of the principal's
leadership behavior as perceived by the teacher and teacher
morale that impact significantly on student achievement.
The sample consisted of 65 elementary teachers in the
Port Neches Independent School District. Requirements of the
population were that teachers had to have at least one year
teaching experience and one or more years of supervision from
the principals whose leadership behavior they were describ¬
ing.
Instruments used were the Leader Behavior Description
Questionnaire (LBDQ) to provide teachers with an opportunity
to assess the leadership behavior of their principals. The
Ohio Inventory of Employee Morale was used to measure the
morale of teachers.
Findings from this study indicated that there were no
significant positive impacts found between the teacher's
41
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on Student Achievement" (Ph.D. dissertation. University of
Houston, 1981), p. 2.
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perception of the principal's leadership behavior, faculty
morale, and student achievement.
Wheeler (1980) examined whether or not principals'
leader behaviors are related to the communication behaviors
in schools. A second purpose of this study was to determine
if principals' leader behaviors are related to communication
behaviors in schools.
The sample was composed of 63 teachers from ten schools
who were surveyed. The instruments used were the Leader Be¬
havior Description Questionnaire which assesses the leader
behavior of principals as perceived by teachers. The Com¬
munication Behavior Questionnaire was also used to measure
the perceived frequency of instrumental and expressive com¬
munication.
Results from the study revealed that principals who
were perceived as demonstrating high initiating structure
leader behavior used more instrumental and expressive communi¬
cation than those principals perceived as demonstrating low
consideration. Finally, there was no statistically signifi¬
cant relationship between instrumental and expressive com¬
munication patterns of teachers and principals or among
teachers.
Hauge (1981) investigated the current practices of
teacher evaluation and the perceived attitudes of those prac-
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tices of elementary school principals in the Twin Cities
43
metropolitan area.
The sample consisted of 92 elementary school principals.
Three categories were established among the school districts.
Category I consisted of student enrollment (K-6) of 100-2,000.
Category II had a student enrollment of 2,001-6,000. Cate¬
gory III consisted of 6,001-22,000 students.
A survey instrument was designed to collect data re¬
lating to the following items: (1) examine the differences
in written formal policy for evaluating teachers, (2) examine
the purpose of teacher evaluation, (3) examine the differences
in teacher evaluation practices between tenured and probation¬
ary teachers, (4) examine what is the elementary school prin¬
cipals attitude. A pilot study was conducted consisting of
twenty elementary school principals.
These results were based on data collected from 88
elementary school principals. Findings reveal that there was
no significant difference between the number of written for¬
mal policies for evaluating tenured and probationary teachers.
The improvement of instruction was the purpose of teacher
evaluation most frequently identified. In the majority of
the cases, the elementary principal does the actual observa¬
tion of the teacher in the classroom. It was also found that
probationary teachers are observed more frequently than
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tenured teachers. Finally, it was established that present
teacher evaluation practices need to improve.
Attitudes and Behaviors of Elementary School Principals
Ferraro (1983) investigated the application of the
congruity model for attitude change to the field of educa¬
tional administration to determine if its attitude change
formulas were accurate predictors of the direction and amount
of principals' attitude changes toward their teaching staffs
44
and their leadership styles.
The sample consisted of 68 randomly selected elementary
and middle school principals. Instruments used were construc¬
ted to assess principals' attitudes toward their teaching
staffs and their leadership styles and to obtain group evalu¬
ations of principals' leadership styles from their teaching
staffs.
The method of obtaining data was by using identical
forms of the attitude instruments, ratings of the teaching
staffs, and their leadership styles. Information was ob¬
tained from principals before and immediately after they were
exposed to staff evaluations of their leadership styles.
Attitude change values were calculated from principals which
indicated directions and amounts of change that occurred in
the pre-exposure attitude toward their teaching staffs and
their leadership styles. Attitude change values were also
derived by formula for principals which indicated directions
44
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and amounts of change predicted to occur in their pre-exposure
attitude toward the same objects.
Results concluded that the Congruity Model was an in¬
accurate predictor of the directions and amount of princi¬
pals' attitude changes.
Strickland (1982) developed a study that was threefold.
It investigated systematically and empirically the attitudes
of principals concerning evaluation; secondly, its purpose
was to obtain indicators regarding the effect that a formal
evaluation process will exert upon principal performance;
and thirdly, its purpose was to examine the variables that
principals believe will provide a framework for their evalu-
45
ation.
The sample consisted of 131 principals and assistant
principals representing 87% of the sample. The method used
was to construct an instrument. Principal Attitude Scale on
Evaluation (PASE) which would measure the variables explored
in the study. The Statistical Analysis System (SAS) was
used to analyze the data.
Results of the study indicated significant differences
in the school level factor. Administrators (principals and
assistant principals) were more positive toward evaluation
than respondents on the upper grade levels. Respondents
were more positive toward evaluations of principals being
performed by the immediate supervisor. The primary purpose
45
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of principal evaluation should relate to improving performance
and determining employment decisions. The evaluation process
should be based upon job-related expectations and pre-deter-
mined goal attainment. Finally, the evaluation process should
be a shared endeavor with involved persons attending work¬
shops that relate to performance evaluation.
Micek (1983) investigated the relationships which
existed (if any) between the conceptual levels of principals
in Nebraska schools and the twelve dimensions of administra¬
tive behavior established by the National Association of
46
Secondary Schools Principals' Center.
The sample was composed of 55 principals drawn from
a population of 495 principals from Nebraska Class III school
districts. Four hundred fifty-five teachers rated the ad¬
ministrative behavior of the principals.
The method used in this study was to place principals
into one of two groups based on conceptual level scores to
explore the existence of relationships between conceptual
level variables and administrative behavior.
Instruments used were the Hunt's Model for Differen¬
tiated Stages of Conceptual Level and a Mathematical Model
Computed from the Sample Population's Conceptual Level Scores.
Results from the two schemes showed no significant
differences existing between principals from the two groups.
The major significance was that the conceptual complexity of
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principals was not related to any of the twelve dimensions of
administrative behavior included in the NASSP assessment
center.
DeRosa (1981) researched factors which may have a
significant relationship with a teacher's perception and,
47
ultimately, performance.
The sample studied consisted of four school districts
in the Greater Boston area. There were 263 elementary school
teachers who completed the Leader Behavior Description Ques¬
tionnaire on 27 principals. A total of nine factors was
examined: the principal's sex, age, teaching and administra¬
tive experience and educational level, the sex and age of the
teacher, school size, and building assignment.
Results found from this study include the following:
only the age factor proved to have a significant relation¬
ship with a teacher's perception of his/her principal's ad¬
ministrative behavior.
1. Older principals are perceived by their teachers
to be more effective.
2. Older teachers perceived an effective principal
as one who is high on Initiating Structure compared to young¬
er teachers.
3. A principal is perceived more effective if his/her
age group is closer to the age group of the teachers doing
the evaluation.
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4. Finally, the greater the distance between the age
of the principal and that of the teacher, the less effective
that principal is perceived.
Taylor (1981) investigated the relationship between
personality traits of elementary principals and their adminis¬
trative functional efficiency on selected functions as per-
48
ceived by elementary teachers.
The sample consisted of 100 Ohio elementary schools
representing over 1,800 teachers and 100 principals. Schools
in the study were selected systematically from a larger self-
selected sub-population of 300 schools.
The instrument used in the study was the Survey of
Administrative Functional Efficiency (SAFE) developed by
Chamberlain and Beausay of Bowling Green State University and
Bluffton College. This instrument relies upon perceptions
of teachers to provide a measure of functional efficiency and
the personality traits of principals.
The forward (stepwise) inclusion technique of multiple
regression was the statistical analysis of the data. This
method identified the personality traits that were signifi¬
cantly related to each administrative function (planning,
organizing, decision-making, coordination, research, budget¬
ing, plant/equipment/supplies, curriculum, staff development,
communication, and overall administrative efficiency) and
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provided a multiple correlation as an indication of the
strength of the relationship.
The results of the study found that significant traits
accounted for about 20 percent of the variance in administra¬
tive functioning which indicate that factors other than per¬
sonality traits affect the performance efficiency of elemen¬
tary principals. Rawn developed a study which was twofold.
An investigation was made to determine if there was a signi¬
ficant difference among the ways teachers (elementary, junior
high, and senior high) perceived the communication skills of
their respective principals. The second aspect of this study
was to investigate the possible predictive relationships be¬
tween the dependent variable of teacher perceptions of ad¬
ministrator communication skills and independent variables
49
consisting of several demographic differences among teachers.
The sampling technique was a mail survey using the
audit of administrator communication. This survey was random¬
ly sent to Missouri teachers who worked at the three levels
of public education. Data were processed by use of a com¬
puter program compiled for that purpose at the University of
Missouri-Columbia.
Findings of this study indicated that there was a
significant difference in the ways in which the communica¬
tion skills of principals were perceived by elementary,
junior high, and senior high teachers. Junior high school
49
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teachers were close to significance when compared to senior
high school teacher's perception of the principal's communi¬
cation skills. Principals at all levels were perceived as
good commmunicators, but teachers perceived them as low in the
affective domain. There was less significance shown toward
demographic factors when administrator-teacher communication
was the major concept.
Areglado (1982) in his study developed a method by
which leaders might acquire information about both of their
50
attitudes and leadership behavior. Jung's theory of per¬
sonality types was introduced as a method to sample elemen¬
tary school administrators. In addition, administrators were
familiarized with Situational Leadership Theory (SLT) and
obtained their leadership styles by means of the Leadership
Effectiveness and Adaptability Description (LEAD) tests.
Finally, the researcher examined the information based on
these tests in order to explore the implications for improved
leader effectiveness.
The sample of this study was not shared in the ab¬
stract. The methodology used was designed to improve leader¬
ship effectiveness, personality type, and leadership be¬
havior.
The process was that the teacher performed a self-
analysis of leader personality type and leadership behavior.
A test for congruency was established and five hypotheses
J. Areglado, "An Analysis of Leader Attitudes and
Behavior: A Paradigm for Improving Leadership Effectiveness"
(Ph.D. dissertation. University of Massachusetts, 1982), p. 4.
29
which determined that findings compared significantly with
the perceptions of leader subordinates. Secondly, five case
studies were developed to utilize test data and indepth in¬
terviews. These cases were then used to assess the overall
potential of the design with the purpose of improving leader¬
ship effectiveness.
Results were found for four of five hypotheses tested
in the self analysis. The results also established a basis
for using similar test instruments with the five leaders
whose personality types and leadership styles examined as
part of the case study presentations. The second phase in¬
vestigated the methods of testing and analysis were both ef¬
fective and efficient.
Walls (1981) studied elementary classroom teachers'
rankings of principals as instructional leaders relative to
three other instructional leaders: assistant principals,
51
central office supervisors, and teacher colleagues. This
investigation also compared teachers' preferences for in¬
structional leaders ranked first in terms of selected personal
and professional variables. It sought also to further com¬
pare the teachers who preferred principals and those who did
not prefer principals as their instructional leaders in terms
of the teachers' perceptions and expectations of principals'
leader behaviors.
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The sample was a stratified random sample. Two hun¬
dred thirteen classroom teachers from twinty-nine selected
elementary schools in an Ohio urban school district partici¬
pated. Each participant was forwarded a data collection
packet which included three instruments: A demographic data
sheet, the Leader Behavior Description Questionnaire (LBDQ),
and the Teacher Ranking of Instructional Leaders Scale. Re¬
sults of this study indicated that principals were ranked
first as the preferred instructional leader, second were
teachers, third were assistant principals, and fourth were
central office supervisors. Additional results revealed a
content analysis of the primary reasons teacher respondents
preferred the four instructional leaders. The findings indi¬
cated that the following categories were most frequently men¬
tioned: (a) knowledge of expertise, (b) understanding, (c)
experience, (d) availability or accessibility, (e) job re¬
sponsibility, and (f) helpfulness.
There was not a significant difference with regard
to sex, highest level of education, and sex of their present
principal.
Finally, when comparisons were made between teacher
respondents in Group I and Group II in terms of their per¬
ceptions and expectations of principals' leader behaviors on
two dimensions of the LBDQ, the two groups differed signifi¬
cantly with regard to their perceptions of principals on the
consideration dimension only.
Babel (1980) investigated the relationships existing
between teachers' needs orientations and their preferred
31
principal leadership styles. The population studied consist¬
ed of all public school teachers in the 134 attendance centers
52of the nine unit districts in Kane County, Illinois. The
sample consisted of 834 teachers in twenty-six attendance
centers.
The method included needs orientations which were
assessed by a revised version of the choice motivator scale.
Content validity of the revised reasons was established by
the use of a panel of experts approach. Preferred principal
leadership styles were assessed by teachers responding to the
LBDQ-Form XII. Results obtained on the LBDQ-Form XII were
analyzed according to twelve subscores, a total score, and
person-oriented leadership, each of which was comprised of
six of the twelve subscores.
The results of the study indicated that most of the
teachers studied were intrinsically motivated persons. There
was also a substantial relationship which existed between
teachers' needs orientations groups and the subscore toler¬
ance of uncertainty. Additional findings indicated that
there were some relationships existing between groups and the
factor score person orientation. Further results indicated
very little interactive relationship between groups and the
secondary independent variables. Finally, the factors of the
presence or absence of a negotiated teachers' contract, the
52
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sex of teachers, and the age of teachers were equally impor¬
tant than groups when studying relationships between teachers
needs orientations and their preferred principal leadership
style.
Ross (1980) examined the impact that a Communication
and Leadership Training Program (CLTP) had on the 66 partici¬
pating teachers' perceptions of their real and ideal princi¬
pals, as measured by the Survey of Administrative Functional
Efficiency (SAFE).^^
The sample consisted of 66 teachers. These partici¬
pants were selected to hold building principals and intra¬
building information constant.
The type of design used in this study was a quasi-
experimental non-equivalent control group, pretest, post-test
design. The hypotheses indicated that there would be a sig¬
nificant change in the teacher's perceptions of their real
and ideal principal.
Results from this study concluded that teachers in
the experimental group did not view their real principals or
their ideal principals differently from the teachers in the
control group. Thirteen of the ideal traits were defined as
traits teachers want their ideal principal to possess. They
are as follows: adventurous, aggressive, ambitious, decisive
determined, discerning, enthusiastic, forceful, humorous,
relaxed, sensitive, stimulating, and well-read. Eight of
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the ideal traits were defined as traits teachers do not want
their ideal principal to possess. They were identified as
complacent, defensive, domineering, passive, permissive, pos¬
sessive, preoccupied, and secretive.
Morrison (1980) sought to obtain the leadership styles
of principals as perceived by themselves and leadership styles
as perceived by randomly selected teachers from their schools.
The study further examined the leadership personality prefer¬
ence type of principals. In addition, the principal percep¬
tions of data collected from the Lead-Self, Lead-Other, and
MBPTI were obtained as the usefulness of the data for self-
diagnosis and policy formation relative to selection, trans-
54
fer, and training of principals.
The instruments used were the Leadership Effective¬
ness Adaptability Description Self and Other 20-item instru¬
ments. Data gathered by using these instruments would give
information on the leadership styles of principals as per¬
ceived by self and others. Another instrument used was the
Myers-Briggs Personality Type Indicator which would gather
data on the personality type preference of principals. In¬
terviews were also used to gather additional data.
The sample in this study consisted of thirty school
principals in a Florida County. There were also 285 teachers
who were randomly selected from the thirty schools. Twenty-
seven of the participating principals were interviewed.
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Results from this study were (1) The majority of the
principals perceived their leadership as Style 2 (High Task-
High Relationship) which is characterized by style; (2)
teachers from the majority of the schools perceived the lead¬
ership of the principals as Style 2; (3) more than half of
the principals exhibited a sensing-judging personality pre¬
ference which indicated a preference for routine and factor;
(4) the majority of the principals were not knowledgeable of
two facets of leadership which the literature indicated as
important, namely leadership style and personality type; (5)
all three female principals exhibited a feeling personality
preference type as compared to only one of the twenty-six
male principals.
Perry (1976) investigated if there were any signifi¬
cant relationships between perceptions of high status and low
status in Mississippi public elementary school teachers re-
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garding their principals' leader behavior.
The sample in this study consisted of thirteen
school faculties which included 220 elementary school teach¬
ers. All public Mississippi elementary school faculties
accredited by the Southern Association of Colleges and Schools
made up the population.
The instruments used in this study were the Status
Perception Questionnaire. And the Leader Behavior Descrip-
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tion Questionnaire. These two instruments were used to de¬
termine teacher status and leader behavior respectively.
The researcher concluded that there were no statis¬
tically significant differences between high and low status
teachers; among each of the LBDQ sub-scale variables of high
and low status teachers perceptions regarding elementary prin
cipals' leader behavior; and no significant difference among
the SPQ sub-scale variables of high and low status teachers
regarding teacher perceptions of elementary school principals
leader behavior.
Arcy's (1979) investigation was a comparative study
of a survey of self-perception of leader behavior of elemen¬
tary school principals in sslected school districts in the
midwest United States using the variables of sex, years ex¬
perience, and rural or urban geographic orientation.^^
The sample consisted of 273 elementary principals in
the states of Iowa, Kansas, Missouri, and Nebraska. The in¬
struments used in the study were the Leader Behavior Descrip¬
tion Questionnaire Form XII (Ideal Self) and a student
authored and committee approach demographic questionnaire.
The results indicated that there was a significant
difference found for the main effect variable of sex and be¬
tween the variable of geographic orientation and of adminis¬
trative experience. None of the seven hypotheses was found
to be significant on the initiating structure dimension.
A. B. Arcy, "Self Perceptions of Leader Behavior
of Male and Female Elementary School Principals in Selected
School Districts in the Midwest United States" (Ph.D. disser¬
tation, Iowa State University, 1979) , p. 2.
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Leonard (1981) focused on the relationship among
organizational climate, self-reported and teacher perceived
57
styles of leadership of principals.
One hundred eighteen teachers and six principals from
eleven elementary schools were used in the sample in which
data were collected.
The instruments used in this study were the Organiza¬
tional Climate Description Questionnaire which determined
openess of organizational climate of each school, the Styles
of Leadership Survey and the Perceived Styles of Leadership
Survey which indicated leadership styles and teachers' per¬
ception of principals' leadership styles. Additional methods
were used to determine discrepancies in teachers' and princi¬
pals' responses. The writer developed interview questions
and carried out interviews with ten percent of the teachers
in the study.
The results indicated that there were differences be¬
tween self-reported and teacher perceived leadership styles.
In addition, little agreement was found to exist between
principals' self-reported leadership styles and organization¬
al climate. A significant difference did exist between
teachers' perception of principals' leadership and organiza¬
tional climate.
F. Leonard, "Organizational Climate of Elementary
Schools and Leadership Styles of Their Principals; A Descrip¬
tive Analysis" (Ph.D. dissertation. University of Pittsburgh,
1981), p. 4.
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Recommendation from this study suggested that instru¬
ments used should be administered several times throughout a
school year. A second recommendation was to use additional
means of gathering data and to expand the use of the interview
to include more people within the school.
Summary
This review of related literature has focused on the
possible relationships between perception, self-concept,
teacher's perception of elementary principals and attitudes,
behavior and leadership styles of elementary principals.
These elements seem to play an important role in the study of
teacher assessment of principals. Also, these elements may
help to explain any correlations between teacher feedback of
principal's leadership and the self-concept and biographical
data of teachers.
The literature indicates that individual perception
and self-concept which people hold of themselves, influence
the way they assess others. The self-concept of an indivi¬
dual serves as a perceptual selector. People therefore use
themselves as the bases for assessing others.
Teacher's perception of elementary principals and
principal's attitudes, behavior and leadership style also
are significant elements which determine how and why teachers
assess principals differently. These two sections in the
literature are reviews of research which provide documenta¬
tion on teacher feedback of principals and show the inter¬
relatedness of these elements to the study.
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Perhaps a further study on teacher feedback of princi¬
pal's leadership in private and religious elementary schools
would shed additional light on the affects of teacher feed¬
back. This type of study may be useful in determining if
teachers in private and/or religious elementary schools view
their principal's leadership differently from teachers em¬
ployed by public elementary school systems.
CHAPTER III
THEORETICAL FRAMEWORK
In this chapter the writer will relate variables used
in the study, develop hypotheses, and define operational defi¬
nitions .
The purpose of this study is to determine the interre¬
lationships between the independent variables, teacher self-
concept and teacher biographical data, and the affect they
have on the dependent variable, teacher feedback in the assess
ment of principal leadership.
Krasnow (1978) states that "it is a well-known fact
that leader's chance of success is limited if the teacher does
C O
not perceive him as meeting his/her expectations and needs."
The first assumption of this study is that a teacher's
self-concept will determine how he/she will assess the princi¬
pal's leadership. Secondly, teacher's biographical data will
influence his/her assessment of principal's leadership. A
third assumption is teachers will assess principals positively
if their self-concept is positive and negatively if their
self-concept is negative.
Bailey (1974) indicated that principals have been
evaluated in the past from the system level, but recently
Teacher feedback of principals' leadership has been a signi-
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ficant aspect in the assessment of principals. Informally,
teacher assessment of principals has generally been done, but
the importance of the feedback has not been considered signi¬
ficant in the assessment process of principals. Teachers'
feedback of the principal should not be ignored as a valid
means of assessing principals. Burns (1977) emphasizes that
"the use of behavioral rating scales to provide systematic
feedback to individual members of an organization has gained
wide acceptance in many settings.
The researcher also feels that teacher feedback is a
valid means of impacting on the leadership performance of
principals. Whether principals accept formal assessment of
themselves by teachers as useful, the teacher will continue
to evaluate him infernally in the teachers' lounge and other
areas where teachers congregate.
This study differs from other studies because it will
investigate the relationship between self-concept of teachers
that is, self-perceived behavior, biographical data of teach¬
ers, and teacher assessment of principals through feedback.
Other studies have investigated the relationship between self
reported job satisfaction of elementary principals and their
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self-perceived management style (Jefferson, 1979).^^ Davis
(1981) only examined the relationship between selected teacher
62
demographic data and teacher's assessment of their principal.
Gilligan (1982) sought to identify principal's leader style
6 3
in terms of "task orientation" or "people's orientation."
Senigaur (1981) examined the impact of the teacher's percep¬
tion of the principal's leadership behavior and faculty morale
64
on student achievement (language, reading, and math).
This study will offer a different variable, self-
concept (self-perceived behavior), in the assessment of prin¬
cipal 's leadership.
Teacher feedback is the dependent variable in the
study. The independent variables are teacher's self-concept
and teacher's biographical data. Included in the biographi¬
cal data are variables such as: highest degree completed,
age, sex, race, marital status, years of experience as a
teacher, years of employment in present school system, years
of employment at present school, and location of school.
^^Jefferson, "An Investigation," p. 3.
^^Davis, "An Analysis," p. 5.
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The independent variables (teacher's self-concept and bio¬
graphical data) will affect the dependent variable (teacher
feedback) in the following ways:
1. Teacher's self-concept will have an influence on
how teachers will assess principal's leadership.
A. The teacher who views himself/herself posi¬
tively will assess the principal positively.
2. Teacher's biographical data will influence how
he/she will assess the leadership of the principal.
A. Biographical data of teachers will differ;
so will their assessment of principal's
leadership.
B. Teachers will assess principals from a per¬
sonal frame of reference based on individual
experiences and other demographic information.
Definitions of Terms
Important terms used in the study are defined as
follows:
Self-Concept - refers to "the organization of all that
seems to the individual to be 'I' or 'me'. It is what an in-
6 5
dividual believes about himself" (Combs and Snygg, 1959).
Teacher Feedback - the assessment of principals by
teachers based on results obtained from The Profile for As¬
sessment of Leadership (PAL) instrument (Short Form).
C C
Combs and Snygg, Individual Behavior, p. 494.
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Perception - is the "process by which sensory input
is interpreted so as to make it meaningful" (Sartain, North,
Strange, & Chapman, 1962).^^
Biographical Data - is infomation pertaining to a
person's life which may be personal and/or professional
6 7
(Webster's Third New International Dictionary).
Daw (1964) , Hovenier (1966) , and Burns (1977) all used
behavioral characteristics of principals as variables and de¬
fined them as "actual" and "ideal" when investigating the af-
6 8
feet of teacher feedback on principal's leadership. Ferraro
(1983) also studied the affect of staff feedback by using the
congruity model to measure the degree it influenced princi-
69
pal's leadership. Another similar study by Davis (1982)
investigated the same area, but used variables such as teach¬
er's age, level of professional training, major, years in the
profession, years in current school, and the school's socio¬
economic status to determine what effect teacher assessment
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had on elementary school principal's performance.
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R. W. Daw, "Changing the Behavior of Elementary
School Principals Through the Use of Feedback" (Ph.D. disser¬
tation, Stanford University, 1964) , p. 55; P.J. Hovenier,
"Changing the Behavior of Social Studies Department Heads
Through the Use of Feedback" (Ph.D. dissertation, Stanford
University, 1966), p. 39; Burns, "The Effects of Feedback,"
p. 23.
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Still another study done by Giligan (1982) used
teacher's age, sex, principal's sex, teacher's race, teacher's
degree level, and teaching level as variables to investigate
the leader style of elementary public school principals as
71
perceived by their faculty.
The literature supports the fact that teacher feed¬
back of principals will affect their leadership. This study
will continue the investigation of the affect of teacher feed¬
back, using teacher's self-concept and teacher's biographical
data as variables.
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Gilligan, "An Analysis, It p. 46.
CHAPTER IV
RESEARCH METHOD
The purpose of this chapter was to describe the
methodology used in this study to examine the affects of self-
concept and biographical data of teachers in the assessment
of principal's leadership.
Teacher self-concept and biographical data were the
independent variables. To measure self-concept of teachers,
the Tuckman Teacher Feedback Form (TTFF) was used. This in¬
strument has been used in several ways by Tuckman and others
to measure the self-concept of teacher behavior. In this
study, the TTFF was used as a self-administered instrument to
measure teacher's self-perceived behavior. The TTFF is com¬
posed of twenty-eight paired adjectives, each of which has
been paired with its approximate opposite. Each adjective
pair represents a segment of a teacher's behavior. Four fac¬
tors of teacher behavior can be derived from the TTFF. They
are as follows; creativity, dynamism, organized demeanor,
and warmth and acceptance.
Biographical data were obtained from teachers through
the use of a biographical data sheet developed by the research¬
er. Variables such as highest degree completed, age, sex,
race, marital status, years of experience in present school
system, years of employment at present school, and location
of school were included in the biographical data sheet. The
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biographical data obtained provided the researcher with per¬
sonal information from teachers to examine the possible re¬
lationship between biographical data of teachers and feedback
they gave in the assessment of principal's leadership.
Teacher feedback was the dependent variable. Data
were obtained from teachers through the use of the Profile
for Assessment of Leadership (PAL) instrument (Short Form).
The instrument measures the perceptions held by teachers to¬
ward administrator's leadership. It also provides administra¬
tors in education feedback pertaining to their leadership.
The PAL instrument measures seven competencies relating to
administrative skills. These skills are: relating to others,
communication, decision making, planning and organization,
supervision and evaluation, providing professional improve¬
ment, and protecting time on task for teachers and students.
Data obtained from this instrument were used as feedback from
teachers.
Limitations
The study had the following limitations:
1. All participants were employees of one school
system and geographically located in approximately one-half
of the school district.
2. Internal validity was also affected by limiting
teacher observation of the principal's leadership skills for
a period of less than one year.
3. The major threat to external validity was the in¬
herent weakness in the use of rating scales. There is the
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Possibility of the inclusion of the rater's biases and per¬
ceptual problems which are a part of subjective judgements.
Population and Sampling Procedures
For the purpose of this study, the participating
schools were randomly selected from 48 elementary schools,
located in the southern and central attendance areas of the
DeKalb Public School System. Twenty percent (10 schools) of
the total (48) elementary schools was selected.
The total number of teachers in the 10 schools was
250. Twenty percent (50) of the teachers was randomly selec¬
ted from individual school rosters of their teaching staff.
Five teachers from each school were selected to participate
in the study. Teachers participating were from different
racial backgrounds, had various teaching experiences, dif¬
fered in highest degree completed, age, sex, marital status,
experience as a teacher, years in present school system,
years of employment at present school, and location of school
presently employed. Teachers who were selected to partici¬
pate completed two instruments and a biographical sheet.
Instruments
The Tuckman Teacher Feedback Form (TTFF) was used to
measure teacher's self-perceived behavior. Several authors
influenced Tuckman in his development of the Tuckman Teacher
Feedback Form. George Kelly (1955) states that "a person
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anticipates events by construing their replications."
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G. A. Kelly, The Psychology of Personal Constructs
(New York; Norton, 1955), p. 38.
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Kelly also suggested that information processing might vary
from concrete to abstract. This idea gave rise to the devel¬
opment of a personality model by Harvey, Hunt, and Schroder
73
(1961). They believed that individuals go through four
stages when processing information and eventually settle in
one of the four. These stages were labeled: absolute de¬
pendency, negative independency, conditional dependency, and
interdependence. Each stage becomes more complex conceptual¬
ly or abstract when proceeding from one state to the next.
As a result of research done by Kelly, Harvey, Hunt,
and Schroder, Tuckman in 1967 began research on the Tuckamn
Teacher Feedback Form (TTFF).
The TTFF was develped by Bruce W. Tuckman over a
period of four years. It was finally published in 1971. The
TTFF was originally an instrument used by supervisors, trained
observers, peers, and students for the purpose of giving
teachers feedback about their behavior. In this study, the
TTFF was used as an instrument for teachers to report their
self-perceived behavior as it relates to self-concept. The
instrument was self-administered.
The TTFF consists of a series of twenty-eight paired
adjectives, each adjective having been paired with its ap¬
proximate opposite. For example, "reserved" is paired with
"out-spoken" and "erratic" is paired with "systematic."
Sixty-five paired adjectives were originally tested to form
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0. J. Harvey, D. E. Hunt, and H. M. Schroder, Con¬
ceptual Systems and Personality Organization, (New York:
Wiley, 1961), pp. 51-52.
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the present instrument which presently consists of twenty-
eight scales. Tuckman made a deliberate attempt not to be
systematic in selecting the original adjective pairs. He then
used factor analysis to reduce the pairs to four factors.
This type of analysis was used to ensure that individuals
could not use each adjective pair differently from every other
person in making their response. For reliability purposes,
seven adjective pairs were used to measure each factor. The
seven pairs with the highest factor loadings were used in
each case.
Creativity, the first of these factors was composed
of the following adjectives: "creative," "imaginative," "ex¬
perimenting," "original," "iconoclastic," "uninhibited," and
"adventurous." Tuckman (1974) therefore, named the first fac¬
tor "creativity" because all of these adjectives seemed to per-
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tain to creativeness.
The second factor, dynamism, included adjectives such
as "outgoing," "extroverted," "bubbly," and "outspoken" be¬
cause these characteristics referred to the energy level of
the teacher. Additional adjectives identified as a part of
this factor were "aggressive," "assertive," and "dominant."
All three of these terms suggested dominance in the behavior
of the teacher. Dynamism, according to Tuckman, is a mixture
of two qualities, dominance and energy.
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logical Constructs," Teaching: Vantage Points for Study,
(2nd ed., edited by R. T. Hyman: Lippincott, 1974), p. 301.
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The third factor was named organized demeanor. Adjec¬
tives used to describe this factor were; "organized," "pur¬
poseful," "resourceful," "in control," "observant," "con¬
scientious," and "systematic." This factor also was a com¬
bination of qualities, organization, plus self-control.
The fourth and final factor was called warmth and ac¬
ceptance. Characteristics such as; "warm," "sociable,"
"amiable," "patient," "fair," "gentle," and "accepting" were
the adjectives identified as describing the fourth factor.
The Profile for Assessment of Leadership (PAL). The
development of the PAL instrument was designed to provide ad¬
ministrators in education feedback from subordinates, super¬
ordinates, and self-pertaining to their leadership. The PAL
was developed and field tested for four years prior to being
75
adopted by the DeKalb School System (1983). Tucker (1984)
found that effective leadership contributes to positive school
climate and positive school climate contributes to favorable
7 6
student learning. An extensive literature review revealed
over 10,000 leadership behaviors. From these leadership be¬
haviors, those behaviors characterized job descriptions were
elimiated so that only generic behaviors could be studied re¬
lating to leadership. An expert panel, consisting of teachers,
administrators, college professors, and central office person-
75
Minutes of Board Meeting, DeKalb County Board of
Education, Decatur, Georgia, 10 January 1983.
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N. Tucker, "Effective School Leadership: One Approach,"
The Effective School Report From Research and Practice, ^(8);2.
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nel was formed to review 400 generic behaviors and select
only those behaviors that were most characteristic of effec¬
tive leadership. The committee, (expert panel) narrowed the
400 generic behaviors down to 120 behaviors. These 120 be¬
haviors were rated by 500 administrators throughtout the
state of Georgia as either appropriate or inappropriate for
effective leadership. Content validity for the PAL was pro¬
vided as a result of a study which included 500 administra¬
tors. Four hundred fifty of the administrators responded to
77
the instrument (Tucker, 1984). Results from this verifica¬
tion study identified 82 generic behaviors which were deter¬
mined to be appropriate for effective leadership thus provid¬
ing nonjudgmental data to be used in the development of the
PAL.
Competencies, indicators, and descriptors were devel¬
oped by the committee. Fifteen schools, centers, and central
office departments in the DeKalb School System participated
in a pilot project to provide further verification. Revisions
and refinement of the PAL were made as a result of the field
test. The present PAL Instrument contains eight generic
leadership competencies, ranging from "the educational leader
demonstrates skills in relating to others" to "the education¬
al leader has high expectations of staff members and students."
The eight competencies measured the administrator's skills in
relating to others, communication, decision making, providing
77
Tucker, "Effective School Leadership," The Effective
School Report, 2(S):2.
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professional improvement, protecting time on task for teachers
and students, and exhibiting high expectations. Additional
verification of the PAL's usefulness is cited by Zubay (1984)
7 ft
and Norwood (1984).
Design of the Study
In this research design, teacher responses on the
Tuckman Teacher Feedback Form was factorially analyzed. The
factors of this instrument are creativity, organized demeanor,
dynamism, and warmth and acceptance. The variables which were
analyzed were school location, race, and sex. This analysis
was significant because it determined the relationships be¬
tween self-perceived behavior and school location, race, and
sex in the assessment of principal's leadership. The bio¬
graphical data obtained from teachers through the use of a
biographical sheet, developed by the researcher, were a second
measure used to determine the relationship between biographi¬
cal data variables and their affect on the assessment of prin¬
cipal leadership. The Profile for the Assessment of Leader¬
ship was the third measure to examine teacher's assessment of
principals and other selected variables. The analysis used
on the PAL were chi-square, frequency distribution, and per¬
centile distribution.
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School System 1984), pp. 1-22; L. Norwood, "An Analysis of
the Profile for Assessment of Leadership and the Impact on
the Administrators Evaluated" (research paper, Vanderbilt
University, 1984), p. 9.
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DATA PRESENTATION AND ANALYSIS
Introduction
The scope and intent of this statistical investigation
was to determine the interrelationships between teacher self-
perceived behaviors and teacher biographical data on teacher
feedback in the assessment of principal leadership. Data
information of this research concept was gathered and measur¬
ed in terms of the factors on the Tuckman Teacher Feedback
Form (TTFF) and the factors on the Profile for Assessment of
Leadership (PAL). The TTFF will measure self-perceived be¬
havior of teachers. The biographical data were obtained from
teachers through the distribution of a biographical sheet de¬
veloped by the researcher. The PAL will measure teacher
assessment of the principal leadership.
In order to improve clarity and statistical understand¬
ings to the presentation of this chapter, it was divided into
four measurable topics with a written analytical statement
followed by charted data information. These topics are as
follows:
1. Teacher Biographical Data





4. Testing of Research Hypotheses
Teacher Biographical Data
The purpose of this biographical section in the study
was to give a detailed and accurate picture of the research
populations in reference to race, sex, school location, high¬
est degree completed, age distribution, marital status, and
years of employment in the school system. Frequency distri¬
bution and percentages were the measurements used in the data
computation.
The research population consisted of an equal number of
black (48.0 percent, N=24) and white (48.0 percent, N=24)
teachers. The other racial group had a 4.0 percent rate, N=2.
A majority of the population had obtained an MA Degree (58.0
percent, N=29) followed by the obtainment of BS/BA (38.0 per¬
cent, N=19). The EDS Degree was the least obtained degree
with a percent rate of 4.0 (N=2). There was a research ten¬
dency for the population to be married at 74.0 percent rate
(N=37) , followed by a 20.0 percent rate for single status
(N=10). The divorce rate for this population was 6.0 percent
(N=3) .
The sexual breakdown was 78.0 percent (N=39) female
and 22.0 percent (N=ll) male. In reference to the age dis¬
tribution, 44.0 percent (N=22) was the combined intervals of
31 to 40 years while 32 percent (N=16) was in the 41 to 50
years intervals. The combined intervals of 21 to 30 years
had a percent of 24.0 (N=12).
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The total number of employment years within the school
system had the highest percent rate in the 6 to 10 years of
experience (36.0 percent, N=18) followed by the 1 to 5 years
of experience (32.0 percent, N=16) while the least reported
intervals was 16-20 years and over 20 years (10.0 percent,
N=5). These intervals had the same percent rate and N=count.
There were an equal distribution of elementary teachers
according to school location. These locations were central
and south with 50 percent rate (N=25) for each location. The
student make-up in the central location is mixed racially with
a large percentage of M to M transfer students while the south
location is composed of community students. The racial make¬
up of this location is mostly black. See Tables 1, 2, and 3.
TABLE 1










Black 24 48.0 BS/BA 19 38.0 Single 10 20.0
White 24 48.0 MA 29 58.0 Married 17 74.0
Others 2 4.0 EDS 2 4.0 Divorced 3 6.0
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TABLE 2
SEX DISTRIBUTION OF POPULATION
Sex Distribution School Location
f % f %
Male 11 22.0 Central 25 50.0
Female 39 78.0 South 25 50.0
Total 50 100.0 Total 50 100.0
TABLE 3
AGE DISTRIBUTION OF POPULATION
Age Distribution Years of School System Employment
f % f %
21-25 3 6.0 1-5 yrs. 16 32.0
26-30 9 18.0 6-10 yrs. 18 36.0
31-35 10 20.0 11-15 yrs. 6 12.0
36-40 12 24.0 16-20 yrs. 5 10.0
41-45 6 12.0 Over 20 yrs. 5 10.0
Over 50 3 6.0
58
Elementary School Teachers' Assessment
of The Principal's Leadership
Elementary school principals were assessed by teachers
on the seven PAL's competencies. Each competency was cross
tabulated with the selective biographical data. The bio¬
graphical data were sex, race, school location, and years of
experience in school system. A chi-square analysis was per¬
formed on each competency to determine whether or not there
was a significant difference. The biographical data were
interpreted in reference to positive range, negative range,
and middle range. The positive range is from frequently to
always, the negative range is from seldom to never, with the
middle range being occasionally.
Competency I:
The Educational Leader Demonstrates Skills
in Relating to Others
The competency indicators for this competency are: (1)
promote positive relationship, (2) respect opinions of others,
(3) demonstrates ability to manage conflicts, and (4) main¬
tain integrity.
Female elementary school teachers assessed principals
on this competency in a positive range at 53.8 percent (N=21)
while male teachers had a 36.4 percent rate (N=4). The nega¬
tive range was 28.1 percent (N=ll) for females and 36.4 per¬
cent (N=4) for male teachers. The middle range was 17.9 per¬
cent (N=10) for female teachers and 27.2 percent (N=3) for
male teachers. The calculated chi-square value was 14.28,
while the table chi-square value was 26.29 at the .05 level
with 16 degrees of freedom. Since the calculated chi-square
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value is less than the table chi-square, there is not a signi¬
ficant difference within the population based on the sex of the
elementary teacher.
The analysis of race of the elementary school teacher on
the competency relating to others revealed that black teachers
ranked principals at a 50 percent rate on the positive and nega¬
tive ranges. White teachers had a 50 percent rate on the posi¬
tive range and a 33.2 percent rate for the negative range, with
a middle range of 16.7 percent. The calculated chi-square value
was 24.99 at the .05 level with 15 degrees of freedom. Since
the calculated chi-square value is greater than the table chi-
square, there is a significant difference within the population
with respect to their views on the skills of the principals in
relating to others, based on race of the elementary teacher.
In reference to this competency and the school location,
the data showed that elementary school teachers in the central
location had a 48.0 percent rate (N=12) on the positive range
and a 44 percent rate (N=ll) on the negative range with a
middle range of 8.0 percent (N=2). Teachers working in the
south location had a positive range of 52.0 percent (N=3) and
a negative range of 16.0 (N=4) with a middle range of 32.0 per¬
cent (N=8). The calculated chi-square value was 20.62, while
the table chi-square value was 19.67 at the .05 level with 11
degrees of freedom. Since the calculated chi-square value was
greater than the table chi-square, there was a significant dif¬
ference within the population in their views on this competen¬
cy based on the location of the work site.
60
The analysis of years of employment in the school system
showed that teachers with 1-5 years of experience assessed the
principal at a 50.0 percent rate (N=16) on the positive range
and a 31 percent (N=10) on the negative range, with a middle
range of 18.25 (N=6). Teachers with 6-10 years of experience
ranked the principal at 61.46 (N=7) on the positive range and
a 23.0 percent (N=3) on the negative range, with a middle range
of 15.38 (N=2). Since there were only one or two teachers in
the remaining years of experience intervals, this data is not
being presented.
The calculated chi-square value was 41.82 while the chi-
square value was 38.88 at the .05 level with 26 degrees of free
dom. Since the calculated chi-square value was greater than
the table chi-square, there was a significant difference with¬
in the population on this competency based on the number of
years of experience in the school system. See Tables 4, 5, 6,
and 7.
TABLE 4
COMPETENCY I: SEX VARIABLE
Response Range
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 2 18.1 2 18.1 3 27.2 4 36.4 0 0.0
Female 11 28.2 10 25.6 7 17.9 10 25.6 1 2.5
Calculated chi-square = 14.28
Degrees of Freedom = 16
Table chi-square = 26.29
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TABLE 5
COMPETENCY I: RACE VARIABLE
Race Always
Response Range
Frequently Occasionally Seldom Never
f % f % f % f % f %
White 6 25.0 6 25.0 4 16.7 7 29.0 1 4.2
Black 6 25.0 6 25.0 6 25.0 6 25.0 0 0.0
Other 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0
Calculated chi-square = 28.13
Degrees of Freedom = +5
Table chi-square 24.99
TABLE 6







f % f % f % f % f %
Central 5 20.0 7 28.0 2 8.0 10 40.0 1 4.0
South 8 32.0 5 20.0 8 32.0 4 16.0 0 0.0
Calculated chi-square = 20.62
Degrees of Freedom = 11
Table chi-square = 19.67
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TABLE 7











1-5 yrs. 8 25.0 8 25.0 6 18.75 9 28.0 1 03.0
6-10 yrs. 5 38.46 2 23.0 2 15.38 3 23.0 0 0.0
11-15 yrs. 0 0.0 1 50.0 0 0.0 1 50.0 0 0.0
16-20 yrs. 0 0.0 0 0.0 1 50.0 1 50.0 0 0.0
Over 20 yrs 0 0.0 0 0.0 1 100.0 0 0.0 0 0.0
Calculated chi-square = 41.82
Degrees of Freedom = 26
Table chi-square = 38.88
Competency II:
The Educational Leader Demonstrates
Effective Communication Skills
The competency indicators are as follows: (1) uses ef¬
fective personal communication skills, (2) organizes and imple¬
ments an effective communications system, and (3) demonstrates
enthusiasm through verbal and nonverbal communication.
Male elementary school teachers assessed the principal
on this communication skill competency in the positive range
9.0 percent (N=l), while female teachers had a 25.5 percent
{N=10) . The negative range was 63.5 percent (N=7) for males
and 19.3 for female teachers. The middle range was 27.2 per¬
cent for male teachers and 17.9 percent for female teachers.
The calculated chi-square was 14.25, while the table chi-square
value was 16.19 at .05 level with 9 degrees of freedom. Since
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the calculated chi-square value is less than the table chi-square
value, there was a significant difference within the populations
based on the sex of the elementary teacher.
The analysis of race of the elementary school teacher on
this communication competency revealed that white teachers
ranked principals at a 29.0 percent rage (N=7) on the positive
range and a 49.9 percent (N=12) for the negative range, with a
middle range of 20.8 (N=5). Black teachers had a 12.4 percent
rate (N=3) on the positive range and a 66.6 percent rate (N=16)
on the negative range with a middle range of 20.8 (N=5). The
calculated chi-square value was 19.46, while the table chi-
square value was 36.41 at .05 with 24 degrees of freedom.
Since the calculated chi-square was less than the table chi-
square, there was not a significant difference within the popu¬
lation on this competency based on race of the elementary
teacher.
In reference to the communication skill competency and
school location, the data showed that elementary school teach¬
ers in the south location had a 28.0 percent rate (N=7) on the
positive range and a 44.0 percent (N-11) on the negative range
with a middle range of 28.0 percent (N=7). Teachers working
in the central location had a positive range of 16.0 percent
(N=7) and a negative range of 62.0 percent (N=18) with a middle
range of 12.0 percent (N=4). The calculated chi-square value
was 14.0, while the table chi-square value was 21.02 at .05
level with 12 degrees of freedom. Since the calculated chi-
square value was less than the table chi-square value, there
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was not a significant difference on the communication competen¬
cy based on school location.
The analysis of years of employment in the school system
in reference to this competency showed that teachers with 1 to
5 years of experience assessed the principal at a 25.2 percent
(N=8) on the positive range and a 49.9 percent rate (N=16) on
the negative range with a middle range of 25.0 percent (N=8).
Teachers with 6 to 10 years of experience rated the principal
at 15.3 percent rate (N=2) and a 19.1 percent rate (N=9) on the
negative range with a middle range of 15.3 percent (N=2). The
calculated chi-square value was 33.29, while the table chi-
square value was 31.41 at the .05 level with 20 degrees of free¬
dom. Since the calculated chi-square value was greater than
the table chi-square, there was a significant difference on
this communication competency in reference to years of experi¬
ence in the school system. See Tables 8, 9, 10, and 11.
TABLE 8
COMPETENCY II; SEX VARIABLE
Response Range
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 0 0.0 1 09.0 3 27.2 5 45.4 2 18.
Female 3 07.6 7 17.9 7 17.9 16 4.0 6 15.
Calculated chi-square = 14.25
Degrees of Freedom = 9
Table chi-square = 16.19
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TABLE 9
COMPETENCY II; RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 1 04.0 6 25.0 5 20.8 7 29.1 5 20.8
Black 2 08.3 1 04.1 5 20.8 14 58.3 2 08.3
Other 0 0.0 1 50.0 0 0.0 0 0.0 1 50.0
Calculated chi-square = 19.46
Degrees of Freedom = 36.41
Table chi-square = 24
TABLE 10







f % f % f % f % f %
Central 1 04.0 3 12.0 3 12.0 13 52.0 5 20.0
South 2 08.0 5 20.0 7 28.0 8 32.0 3 12.0
Calculated chi-square = 14.0
Degrees of Freedom = 12
Table chi-square = 21.02
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TABLE 11
COMPETENCY II; YEARS OF EMPLOYMENT VARIABLE
Response Range
Years of
Employment Always Frequently Occasionally Seldom Never
f % f % f % f % f %
1-5 yrs. 3 09.3 5 15.6 8 25.0 11 34.3 5 15.6
6-10 yrs. 0 0.0 2 15.3 2 15.3 2 100.0 0 0.0
11-15 yrs. 0 0.0 0 0.0 0 0.0 2 100.0 0 0.0
16-20 yrs. 0 0.0 0 0.0 0 0.0 2 100.0 0 0.0
Over 20 yrs. 0 0.0 1 100.0 0 0.0 0 0.0 0 0.0
Calculated chi-square = 33.29
Degrees of Freedom = 20
Table chi-square = 31.41
Competency III;
The Educational Leader Demonstrates
Skill in Making Decisions
The competency indicators for this competency are; (1)
is willing to make decisions, and (2) makes sound decisions.
Female teachers assessed the principal on this decision¬
making competency at a 32.2 percent (N=13) on the positive
range, 46.1 percent (N=18) on the negative range with a middle
range of 20.5 (N=8). Male teachers rated the principal at 9.0
percent (N=l) on the positive range, 54.4 percent (N=6) on the
negative range with a middle range of 36.3 percent (N=4). The
calculated chi-square value was 4.66, while the table chi-square
value was 9.48 at .05 level with 4 degrees of freedom. Since
the calculated chi-square value was less than the table chi-
square value, there was not a significant difference on this
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decision-making competency in reference to the sex of the
elementary teacher.
Racial analysis on this competency revealed that white
teachers assessed the principal at 29.1 percent rate (N=7) on
the positive range, 41.6 percent (N=10) on the negative range
with a middle range of 29.1 percent (N=7). Black teachers had
the same percent rate that white teachers had on the positive
range. The negative range percent for black teachers was 54.1
(N=13). The calculated chi-square value was 3.72, while the
table chi-square value was 15.5 at the .05 level with 8 degrees
of freedom. Since the calculated chi-square was less than the
table chi-square, there was not a significant difference on
this competency in reference to the race of the elementary
teacher.
School location analysis showed that teachers working in
the central location had a 16.0 percent rate (N=4) for the
positive range, 42.0 percent (N=13) for negative range with a
middle range of 32.0 percent (N=8). Teachers working in the
south location had a positive range of 40.0 percent (N=10) and
a negative range of 44.0 percent (N=ll) with a middle range of
16.0 percent (N=4). The calculated chi-square was 6.72, while
the table chi-square was 5.99 at the .05 level with 2 degrees
of freedom. Since the calculated chi-square value was greater
than the table chi-square value, there was a significant dif¬
ference on this decision-making competency with regard to
school location.
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The analysis of years of employment in the school system
in reference to this competency showed that teachers with 1 to
5 years of experience assessed the principal at a 31.2 percent
rate (N=10) on the positive range and a 40.5 (N=13) on the nega¬
tive range with a middle range of 28.1 percent (N=7). Teachers
with 6 to 10 years of experience ranked the principal at a 30.6
percent rate {N=4) on the positive range and a 53.7 percent
(N=7) on the negative range with a middle range of 15.3 percent
(N=2). The calculated chi-square value was 17.25, while the
table chi-square value was 26.29 at the .05 level with 16 de¬
grees of freedom. Since the calculated chi-square was less than
the table chi-square, there was not a significant difference
on this decision-making competency in regard to years of ex¬
perience in the school system. See Tables 12, 13, 14, and 15.
TABLE 12
COMPETENCY III; SEX VARIABLE
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 0 0.0 1 09.0 4 36.3 4 36.3 2 18.1
Female 6 15.3 7 17.9 8 20.5 7 17.9 11 28.2
Calculated chi-square = 4.66
Degrees of Freedom = 4
Table chi-square = 9.48
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TABLE 13
COMPETENCY III; RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 3 12.4 4 16.6 7 39.1 4 16.6 6 25.0
Black 3 12.5 4 16.6 4 16.6 7 29.1 6 25.0
Other 0 0.0 0 0.0 1 50.0 0 0.0 1 50
Calculated chi-square = 3.72
Degrees of Freedom = 8
Table chi-square = 15.5
TABLE 14
COMPETENCY III; SCHOOL LOCATION VARIABLE
Response Range
School
Location Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Central 3 12.0 1 04.0 8 32.0 7 28.0 6 24.0
South 3 12.0 7 28.0 4 16.0 4 16.0 7 28.0
Calculated chi-square = 6.72
Degrees of Freedom = 2
Table chi-square = 5.99
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TABLE 15











1-5 yrs. 4 12.5 6 18.7 9 28.1 7 21.8 6 18.
6-10 yrs. 2 15.3 2 15.3 2 15.3 1 07.6 6 18.
11-15 yrs. 0 0.0 0 0.0 0 0.0 1 50.0 1 50.
16-20 yrs. 0 0.0 0 0.0 0 0.0 2 100.0 0 0.
Over 20 0 0.0 0 0.0 1 100.0 0 0.0 0 0.
Calculated chi-square = 17.25
Degrees of Freedom = 16
Table chi-square = 26.29
Competency IV:
The Educational Leader Demonstrates
Planning and Organization Skills
The competency indicators are as follows: (1) organizes
materials and equipment or ensures that the administrator with
this delegated authority organizes materials and equipment, (2)
organizes and maintains facilities or ensures that the adminis¬
trator with this delegated authority organizes schedules to
avoid unexpected interruptions of instruction/work, and (4)
makes personnel assignments/reassignments which maximize
strengths and minimize weaknesses of personnel involved.
Male teachers assessed the principal on this planning
and organizational skills competency at 54.5 pecent (N=6) on
the positive range, 18.1 percent (N=2) on the negative range
with a middle range of 27,2 percent (N=2). Female teachers
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ranked the principal at 53.7 percent rate (N=21) on the positive
range, 17.9 percent (N=7) on the negative range with a middle
range of 25.6 (N=10). The calculated chi-square value was 12.76,
while the table chi-square value was 23.68 at the .05 level with
14 degrees of freedom. Since the calculated chi-square value
was less than the table chi-square value, there was not a sig¬
nificant difference on this competency in regard to the sex of
the elementary teacher.
Racial analysis on this competency revealed that white
teachers assessed the principal at a 54.1 percent rate (N=13)
on the positive range 16.6 percent (N=3) on the negative range
with a middle range of 29.1 percent (N=7). Black teachers had
a 58.2 percent rate on the positive range, 20.8 percent (N=5)
on the negative range with a middle range of 20.8 percent (N=5).
The calculated chi-square was 18.34, while the table chi-square
was 41.33 at .05 level with 28 degrees of freedom. Since the
calculated chi-square was less than the table chi-square, there
was not a significant difference on this competency in refer¬
ence to the race of the elementary teacher.
School location analysis on the planning and organiza¬
tional skills competency showed that teachers working in the
central localities had a positive range of 48.0 pecent (N=12),
16.0 percent (N=6) for the negative range with a middle range
at 28.0 percent (N=7). Teachers working in the south locali¬
ties had a positive range of 64.0 percent (N=16) and a negative
range of 12.0 percent (N=2) with a middle range of 24.0 percent
(N=6). The calculated chi-square was 20.00, while the table
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chi-square was 18.30 at .05 level with 10 degrees of freedom.
Since the calculated chi-square value was greater than the table
chi-square, there was a significant difference on this competen¬
cy in regard to school location.
The analysis of years of employment in the school system
in reference to this competency showed that teachers with 1 to
5 years of experience assessed the principal at a 68.7 percent
rate (N=22) on the positive range and a 15.5 percent (N=5) on
the negative range with a middle range of 15.6 percent (N=6).
Teachers with 6 to 10 years of experience rated the principal
at a 30.6 percent (N=4) on the positive range with a middle
range of 46.1 percent (N=6). The calculated chi-square was
47.02, while the table chi-square was 42.55 at .05 level with
29 degrees of freedom. Since the calculated chi-square was
greater than the table chi-square, there was a significant dif¬
ference on the planning and organizational skills competency
in regard to years of experience in the school system. See
Tables 16, 17, 18, and 19.
TABLE 16












Male 0 0.0 6 54.5 3 27.2 0 0.0 2 18.
Female 6 15.3 15 38.4 20 25.6 5 12.8 2 18.
Calculated chi-square = 12.76
Degrees of Freedom = 14
Table chi-square = 23.68
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TABLE 17
COMPETENCY IV: RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 2 08.3 11 45.8 7 29.1 3 12.5 1 04.1
Black 4 16.6 10 41.6 5 20.8 2 08.3 3 12.5
Other 0 0.0 1 50.0 1 50.0 0 0.0 0 0.0
Calculated chi -square = 18. 34
Degrees of Freedom = 28
Table chi-square = 41.33
TABLE 18
COMPETENCY IV: SCHOOL LOCATION VARIABLE
Response Range
School
Location Always Frequently Occasionally
f % f % f %
Central 1 04.0 11 44.0 7 28.0









Calculated chi-square = 20.0
Degrees of Freedom = 10
Table chi-square = 18.30
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TABLE 19











1-5 yrs. 5 15.6 17 53.1 5 15.6 2 06.2 3 09.3
6-10 yrs. 1 07.6 3 23.0 6 46.1 3 23.0 0 0.0
11-15 yrs. 0 0.0 1 50.0 0 0.0 0 0.0 0 0.0
16-20 yrs. 0 0.0 1 50.0 0 0.0 0 0.0 1 50.0
Over 20 yrs. 0 0.0 0 0.0 1 100.0 0 0.0 0 0.0
Calculated chi-square = 47.02
Degrees of Freedom = 29
Table chi-square = 42.55
Competency V:
The Educational Leader Demonstrates
Skills in Supervision and Evaluation
The competency indicators for this competency are: (1)
follows a plan of supervision or ensures that the administra¬
tor with this delegated authority follows a plan of supervi¬
sion, (2) provides support to staff members or ensures that
the administrators with this delegated authority provides sup¬
port to staff members, (3) evaluates personnel or ensures that
the administrator with this delegated authority evaluates per¬
sonnel, and (4) evaluates programs.
Male teachers assessed the principal on this supervision
and evaluation competency at 26.2 percent rate (N=4) on the
positive range, 27.1 percent (N=3) on the negative range with
a middle range of 27.2 percent (N=3). Female teachers rated
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the principal at 46.1 percent rate (N=18) on the positive
range, 19.4 percent (N=8) on the negative range with a middle
range of 33.3 (N=13). The calculated chi-square value was
26.20, while the table chi-square value was 37.65 at .05 level
with 25 degrees of freedom. Since the calculated chi-square
value was less than the table chi-square value, there was not
a significant difference on this competency in regard to the
sex of the elementary teacher.
Racial analysis on this competency revealed that white
teachers assessed the principal at a 62.4 percent rate (N=15)
on the positive range, 12.4 percent (N=3) on the negative range
with a middle range of 25.0 percent (N=6). Black teachers had
a 33.3 percent rate on the positive range (N=8), 20.8 percent
(N=3) on the negative range with a middle range of 45.8 percent
(N=ll). The calculated chi-square was 44.58, while the table
chi-square was 41.33 at .05 level with 28 degrees of freedom.
Since the calculated chi-square was greater than the table chi-
square, there was a significant difference on this supervision
and evaluation competency in reference to race of the elementary
teacher.
School location analysis on this competency showed that
teachers working in the central location had a positive range
of 48.0 percent (N=12), 8.0 percent (N=2) for the negative
range with a middle range of 44.0 percent (N=ll). Teachers
working in the south location had a positive range of 48.0 per¬
cent (N=120 and a negative range of 24.0 percent (N=6) with a
middle range of 28.0 percent (N=7). The calculated chi-square
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was 21.2, while the table chi-square was 37.65 at the .05 level
with 25 degrees of freedom. Since the calculated chi-square
value was less than the table chi-square value, there was not
a significant difference on this competency in regard to school
location.
The analysis of years of employment in the school system
in reference to this competency showed that teachers with 1 to
5 years of experience assessed the principal at a 47.3 percent
rate (N=14) on the positive range and a 18.7 percent rate
(N=6) on the negative range with a middle range of 37.5 per¬
cent (N=12). Teachers with 6 to 10 years of experience rated
the principal at a 61.4 percent rate (N=8) on the positive
range with a middle range of 30.7 percent (N=4). The calcu¬
lated chi-square value was 108, while the table chi-square
was 43.77 at the .05 level with 30 degrees of freedom. Since
the calculated chi-square was greater than the table chi-
square, there was a significant difference on this competency
in reference to years of employment in the school system.
See Tables 20, 21, 22, and 23.
Competency VI;
The Educational Leader Improves Professionally
and Provides the Staff With Opportunities
for Professional Improvement
The competency indicators are as follows; (1) the
educational leader demonstrates professional improvement,
and (2) encourages professional improvement for staff.
Male teachers assessed the principal on this improve¬
ment opportunitites competency at a 26.2 percent rate (N=4)
on the positive range, 9.0 percent (N=l) on the negative
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TABLE 20
COMPETENCY V; SEX VARIABLE
Response Range
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 1 09.0 3 27.2 4 36.3 2 18.1 1 09.
Female 10 25.6 8 20.5 13 33.3 3 7.6 5 12.
Calculated chi-square = 26.20
Degrees of Freedom = 25
Table chi-square = 37.65
TABLE 21
COMPETENCY V: RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 8 33.3 2 08.3 8 33.3 1 04.1 5 20.8
Black 3 12.5 8 33.3 8 33.3 4 16.6 1 04.1
Other 0 0.0 1 50.0 1 50.0 0 0.0 0 0.0
Calculated chi-square = 44.58
Degrees of Freedom = 28
Table chi-square = 41.33
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TABLE 22
COMPETENCY V: SCHOOL LOCATION VARIABLE
Response Range
School Always Frequently Occasionally Seldom Never
Location f % f % f % f % f %
Central 4 16.0 5 20.0 11 44.0 2 08.0 3 12.
South 7 28.0 6 24.0 6 24.0 3 12.0 3 12.
Calculated chi-square = 21.2
Degrees of Freedom = 25
Table chi-square = 37.65
TABLE 23
COMPETENCY V: YEARS OF EMPLOYMENT VARIABLE
Years of Always
Rsponse Range
Frequently Occasionally Seldom Never
Employment f % f % f % f % f %
1-5 yrs. 6 18.7 9 28.1 12 37.5 2 06.2 3 09.3
6-10 yrs. 4 30.7 1 07.6 3 23.0 2 15.3 3 23.0
11-15 yrs. 0 0.0 1 50.0 1 50.0 0 0.0 0 0.0
16-20 yrs. 0 0.0 0 0.0 1 50.0 1 50.0 0 0.0
Over 20 yrs 1 100.0 0 0.0 0 0.0 0 0.0 0 0.0
Calculated chi-square = 108
Degrees of Freedom = 30
Table chi-square 43.77
79
range with a middle range of 54.5 percent (N=6). Female
teachers rated the principal at a 51.2 percent rate on the
positive range, 17.8 percent (N=7) on the negative range
with a middle range of 30.7 percent (N=12). The calculated
chi-square was 7.24, while the table chi-square 6.25 at the
0.5 level with 3 degrees of freedom. Since the calculated
chi-square value was greater than the table chi-square value,
there was a significant difference on this improvement oppor¬
tunities competency in regard to the sex of the elementary
teacher.
Racial analysis on this competency revealed that white
teachers assessed the principal at a 62.4 percent rate (N=15)
on the positive range, 12.4 percent (N=3) on the negative
range, with a middle range of 25.0 percent (N=6). Black
teachers had a 33.3 percent rate on the positive range, 20.8
percent (N=5) on the negative range with a middle range of
45.8 percent (N=ll). The calculated chi-square was 17.63,
while the table chi-square was 15.50 at the .05 level with 8
degrees of freedom. Since the calculated chi-square was
greater than the table chi-square, there was a significant
difference on improvement opportunities competency in refer¬
ence to the race of the elementary teacher.
School location analysis on this improvement oppor¬
tunities competency showed that teachers working in the cen¬
tral locations had a positive range of 48.0 percent (N=12),
8.0 percent (N=2) for the negative range with a middle range
of 28.0 percent (N=7). Teachers working in the south loca-
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tions had a positive range of 48.0 percent (N=12) and a nega¬
tive range of 24.0 percent (N=6) with a middle range of 28.0
percent (N=7). The calculated chi-square was 12.10, while
the table chi-square was 19.67 at .05 level with 11 degrees
of freedom. Since the calculated chi-square was less than
the table chi-square, there was not a significant difference
on this competency in regard to school location.
The analysis of years of employment in school system
in reference to the improvement opportunities competency
showed that teachers with 1 to 5 years of experiences assess¬
ed the principal at a 43.7 percent rate (N=14) on the positive
range and a 18.7 percent (N=6) on the negative range with a
middle range of 37.5 percent (N=12). Teachers with 6 to 10
years of experience rated the principal at a 61.4 percent
rate on the positive range, 7.6 percent (N=l) on the negative
range with a middle range of 30.7 percent (N=7). The calcu¬
lated chi-square was 28.90, while the table chi-square was
43.77 at .05 level with 30 degrees of freedom. Since the
calculated chi-square was less than the table chi-square,
there was not a significant difference on this competency in
regard to years of experience in the school system. See
Tables 24, 25, 26, and 27.
Competency VII:
The Educational Leader Demonstrates Skill
in Protecting the Time on Task
for Teacher and the Student
The competency indicators are as follows: (1) com¬
municates to staff that all decisions are based on protect¬
ing the time on task for the teacher and the student and (2)
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TABLE 24
COMPETENCY VI: SEX VARIABLE
Response Range
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 1 09.0 3 27.2 6 54.5 0 0.0 1 09.0
Female 7 17.9 13 33.3 12 30.7 4 10.2 3 07.6
Calculated chi-square = 7.24
Degrees of Freedom = 3
Table chi-square = 6.25
TABLE 25
COMPETENCY VI: RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 5 20.8 10 41.6 6 25.0 1 04.1 2 08.3
Black 3 12.5 5 20.8 11 45.8 3 12.5 2 08.3
Other 0 0.0 1 50.0 1 50.0 0 0.0 0 0.0
Calculated chi-square =













Location f % f % f % f % f %
Central 4 16.0 8 32.0 11 44.0 2 08.0 0 0.
South 4 16.0 8 32.0 7 28.0 2 08.0 4 16.
Calculated chi-square = 12.10
Degrees of Freedom = 11
Table chi-square = 19.67
TABLE 27















1-5 yrs. 5 15.6 9 28.1 12 37.5 4 12.5 2 06.
6-10 yrs. 2 15.3 6 46.1 4 30.7 0 0.0 1 07.
11-15 yrs. 1 50.0 0 0.0 1 50.0 0 0.0 0 0.
16-20 yrs. 0 0.0 1 50.0 0 0.0 0 0.0 1 50.
Over 20 yrs 0 0.0 0 0.0 1 100.0 0 0.0 0 0.
Calculated chi-square = 28.90
Degrees of Freedom = 30
Table chi-square = 43.77
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monitors functions/duties of the staff to ensure consistency
in protecting the time on task for the teacher and the stu¬
dent.
Male teachers assessed the principal on this time on
task competency at a 54.5 percent rate (N=6) on the positive
range, 0.0 percent on the negative range with a middle range
of 45.4 percent (N=5). Female teachers assessed the princi¬
pal at a 62.4 percent rate (N=26) on the positive range, 12.8
percent (N=5) on the negative range with a middle range of
20.5 percent (N=8). The calculated chi-square was 14.63,
while the table chi-square was 19.67 at the .05 level with
11 degrees of freedom. Since the calculated chi-square was
less than the table chi-square, there was not a significant
difference on the time on task competency in reference to the
sex of the elementary teachers.
Racial analysis on this competency revealed that white
teachers assessed the principal at a 66.6 percent rate (N=16)
on the positive range, 8.3 percent (N=2) on the negative
range with a middle range of 25.0 percent (N=5). Black
teachers had a 62.4 (N=15) percent rate on the positive
range 12.5 percent (N=3) on the negative ragne with a middle
range of 25.0 (N=5). The calculated chi-square value was
18.91, while the table chi-square value was 33.92 at the .05
level with 22 degrees of freedom. Since the calculated chi-
square value was less than the table chi-square value, there
was not a significant difference on this competency in refer¬
ence to the race of the elementary teacher.
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The school location analysis on this competency show¬
ed that teachers working in the central locations had a posi¬
tive range of 56.0 percent (N=14), 8.0 percent (N=2) for the
negative range with a middle range of 36.0 percent (N=9).
Teachers working in the south locations had a positive range
of 72.0 percent (N=18) and a negative range of 12.0 percent
(N=3) with a middle range of 16.0 percent (N=4). The calcu¬
lated chi-square was 9.03, while the table chi-square was
19.67 at .05 level with 11 degrees of freedom. Since the
calculated chi-square was less than the table chi-square,
there was not a significant difference on the time on task
competency in regard to school location.
The analysis of years of employment in the school
system in reference to this competency showed that teachers
with 1 to 5 years experience assessed the principal at 59.3
percent (N=19) rate on the positive range and 6.2 percent
(N=2) on the negative range with a middle range of 34.3 per¬
cent (N=ll). Teachers with 6 to 10 years of experience
assessed the principal at a 69.1 percent rage {N=9) on the
positive range with a middle range of 7.6 percent (N=l).
The calculated chi-square was 32.18, while the table chi-
square value was 43.77 at the .05 level with 30 degrees of
freedom. Since the calculated chi-square was less than the
table chi-square, there was not a significant difference on
this competency based on years of experience in the school
system. See Tables 28, 29, 30, and 31.
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TABLE 28
COMPETENCY VII: SEX VARIABLE
Response Ranqe
Sex Always Frequently Occasionally Seldom Never
f % f % f % f % f %
Male 0 0.0 6 54.5 5 45.4 0 0.0 0 0.
Female 5 12.8 21 53.8 8 20.5 5 12.8 0 0.
Calculated chi-square = 14.63
Degrees of Freedom = 11
Table chi-square = 19.67
TABLE 29
COMPETENCY VII: RACE VARIABLE
Response Range
Race Always Frequently Occasionally Seldom Never
f % f % f % f % f %
White 4 16.6 12 50.0 6 25.0 2 08.3 0 0.0
Black 1 04.1 14 58.3 6 25.0 3 12.5 0 0.0
Other 0 0.0 1 50.0 1 50.0 0 0.0 0 0.0
Calculated chi-square = 18. 91
Degrees of Freedom = 22
Table of chi-square = 33.92
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TABLE 30
COMPETENCY VII; SCHOOL LOCATION VARIABLE
Response Range
School Always Frequently Occasionally Seldom Never
Location f % f % f % f % f %
Central 2 08.0 12 48.0 9 36.0 2 08.0 0 0.
South 3 12.0 15 60.0 4 16.0 3 12.0 0 0.
Calculated chi-square = 9.03
Degrees of Freedom = 11
Table chi-square = 19.67
TABLE 31















1-5 yrs. 2 06.2 17 53.1 11 34.3 2 06.2 0 0.
6-10 yrs. 3 23.0 6 46.1 1 07.6 3 23.0 0 0.
11-15 yrs. 0 0.0 2 100.0 0 0.0 0 0.0 0 0.
16-20 yrs. 0 0.0 1 50.0 1 50.0 0 0.0 0 0.
Over 20 yrs 0 0.0 1 100.0 0 0.0 0 0.0 0 0.
Calculated chi-square = 32.18
Degrees of Freedom = 30










The single most distinctive characteristic of factor
analysis is its data-reduction capability. This factor-
analytical technique enables the researcher to see whether
some underlying pattern of relationships exists such that
the data may be rearranged or reduced to a smaller set of
factors or components that may be taken as source variables
accounting for the observed interrelationships in the data.
The application of factor analysis in this paper is
for exploratory uses. This application will involve the ex¬
ploration and detection of patterning of variables with a
view to discovery of new concepts and a possible reduction
of data. The exploratory uses of factor analysis are the
most common but should not be taken as the sole rationale
for factor analysis.
Factor analysis will be presented on a factor matrix
and on a rotated factor matrix in reference to biographical
variables, PAL's competencies, and the four Tuckman's fac¬
tors. The biographical variables are sex, race, years of
employment, total years of employment with the school system
and school location. The presentation of the data was fur¬
ther sub-divided into two matrixes with and without the bio¬
graphical variables.
The analysis of non-rotated factors on measuring ef¬
fective principal's leadership revealed that total years of
teaching (.76459) and school location (.55869) were the lead
ing biographical variables, while sex (.38596) and race
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(.26838) were reduced factors. In the analysis of PAL's
competencies, competency V: supervision and evaluation
(.84261), competency II: communication skills (.83001), and
competency III: skills in making decisions were the cluster¬
ed factors, while competency I: relating to others (.75397)
and competency VI: opportunities for professional improve¬
ment (.75161) were reduced factors. The leading Tuckman fac¬
tors were warmth and acceptance (.49213) and dynamism (.08682),
while the main reduced factor was organized demeanor (.04828).
The analysis of rotated factors in the measurement of
principal's leadership showed that total years of teaching
(.82463) and sex (.67368) were the leading biographical vari¬
ables, while school location (.15343) and race (.01794) were
reduced factors. In the analysis of PAL's competencies,
competency V (.85659), competency II (.83705), and competen¬
cy VI: time on task were the clustered factors, while com¬
petency I (.72896) and competency VI (.78478) were reduced
factors. The leading Tuckman factors were creativity (.85565)
and dynamism (.85112), while the main reduced factor was
organized demeanor (.00528).




BIOGRAPHICAL DATA VS. PAL COMPETENCIES
AND TUCKMAN FACTORS
Factor Matrix
Factor 1 Factor 2 Factor 3 Factor 4 Factor 5
Sex .15020 .38596 .41521 .18168 .37542
Race .10474 .26838 .31994 .31135 .69826
YOE .10864 .76459 .38946 .22098 .08314
SCH EMP .12467 .45065 .26282 .22665 .39725
SCH LOC .28054 .55869 .18501 .24139 .32144
Q1 .75397 .16310 .14148 .05285 .12596
Q2 .83001 .12137 .09144 .01238 .08019
Q3 .80348 .03610 .06633 .03441 .08512
Q4 .80698 .03698 .09132 .26381 .04993
Q5 .84261 .19286 .04826 .02898 .01351
Q6 .75161 .21900 .12142 .03359 .22765
Q7 .80235 .20657 .09263 .03058 .08924
Q8 .05935 .42089 .72281 .02228 .24272
Q9 .08682 .29168 .79883 .15703 .02522
QIO .04828 .05815 .18982 .75871 .22656
Qll .492.3 .30229 .08939 .57074 .22465
TABLE 33
Rotated Factor Matrix
Factor 1 Factor 2 Factor 3 Factor 4 Factor 5
Sex .15619 .15127 .67368 .12907 .00920
Race .12534 .22731 .01794 .83526 .06711
YOE .04029 .02404 .82463 .27671 .21223
SCH EMP .11859 .09377 .60800 .01267 .32280
SCH LOC .19873 .42984 .15343 .58212 .00190
Q1 .72896 .00685 .16812 .22483 .15331
Q2 .83705 .06417 .04801 .06814 .08293
Q3 .80033 .06100 .12313 .01733 .00072
Q4 .79817 .20442 .04685 .17883 .14134
Q5 .85659 .05134 .08803 .03001 .07430
Q6 .78478 .09759 .03382 .23105 .02537
Q7 .81559 .08214 .12901 .12384 .00173
Q8 .03196 .85565 .08355 .12365 .08429
Q9 .00431 .85112 .17257 .04237 .00619
QIO .10207 .00528 .12262 .13461 .79064
Qll .40766 .15917 .18477 .13992 .68741
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The analysis of non-rotated factors without inputing
the biographical variables revealed that the leading Tuckman
factors were warmth and acceptance (.48489) and dynamism
(.05956), while the main reduced factor was creativity
(.03847). The leading PAL's competencies were competency V;
supervision and evaluation (.85483), competency II: communi¬
cation skills (.82934), and competency III: skills in making
decisions (.80560), while the reduced factors were comptency
VI: opportunities for professional growth (.76613) and re¬
lating to others (.74884).
The analyses of rotated factors without inputing the
biographical variables showed the leading Tuckman factors
were warmth and acceptance (.40335) and dynamism (.02113),
while the main reduced factor was creativity (.01912). The
leading PAL's competencies were competency V: (.85483),
competency II (.82674) and competency III (.80504), while
the reduced factors were competency VI and competency I.
See Tables 34 and 35.
Testing of Hypotheses
Each hypothesis was tested by using Varimax Rotation.
These hypotheses will be restated below followed by an evalu¬
ation statement.
HOj^: If the teacher views himself/herself positively,




PAL COMPETENCIES VS. TUCKMAN FACTORS
Factor Matrix
Factor 1 Factor 2 Factor 3
Q1 .74884 .01474 .06251
Q2 .82934 .14197 .06620
Q3 .80560 .01855 .06754
Q4 .79928 .10946 .18615
Q5 .85490 .09664 .00618
Q6 .76613 .15031 .05628
Q7 .81159 .01807 .10839
Q8 .02847 .86895 .13879
Q9 .05956 .84457 .21695
QIO .04570 .18602 .84885
Qll .48489 .29473 .58352
TABLE 35
Rotated Factor Matrix
Factor 1 Factor 2 Factor 3
Q1 .73826 .00338 .14088
Q2 .82674 .11716 .12294
Q3 .80504 .07014 .02985
Q4 .80403 .18708 .06340
Q5 .85483 .05736 .07882
Q6 .77661 .09787 .00427
Q7 .81503 .07999 .00898
Q8 .01912 .87675 .07799
Q9 .02113 .87377 .00027
QIO .14178 .03091 .85801
Qll .40335 .16308 .68789
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The data presented in the factor analysis section of
this paper showed that a teacher with a positive self-concept
had little or no effect on the assessment of the principal.
HO2: Teacher's biographical data will influence how
the teacher will assess the principal's leader¬
ship.
The data presented in the factor analysis section of
this paper showed that the biographical data had little or
no effect on the assessment of the principal.
Ho^: Since biographical data of teachers will differ,
so will their assessment of principal's leader¬
ship.
The data presented in the factor analysis section of
this paper showed that the difference in biographical data






The research population consisted of 50 elementary
school teachers with 24 being black, 24 white, and 2 oriental.
A majority of this population had an MA Degree (58.0 percent,
N=29) . The married rate was 74.0 percent (N=39) with a
single rate of 20 percent (N=l), The divorce rate was 6.0
percent (N=3).
The sex breakdown was 78.0 percent (N=39) female and
22.0 percent (N=ll) male. In terms of age, 44.0 percent
(N=22) was the age range from 31-44 years, while 32 percent
(N=16) was in the 41 to over 50 years of age interval with
24 percent (N=12) in the 21 to 30 years of age interval.
These teachers had been employed mainly from 1 to 10 years,
which gave a 68.0 percent rate.
As a result of this study, the research submits the
following findings based on a chi-square analysis. Table
36 reveals the results of the findings.
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TABLE 36































Sex X X X X X X X
Race X X X X X X X
School




X X X X X X
VO
X
Sig. = Significant at the .05 level
Non-Sig. = Not significant
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The sex variable in the biographical data when compared
to the PAL competencies revealed that five of the seven com¬
petencies were not significant. Only two of the competencies
showed significant differences when compared to sex. Compe¬
tency II: The Educational Leader Demonstrates Effective
Communication Skills and Competency VI; The Educational
Leader Improves Professionally and Provides the Staff With
Opportunities for Professional Improvement. The rationale
for the significant findings tend to relate to the premise
that humans want to be noticed and the most simple way of
doing this is to communicate effectively and show concern
toward their personal and professional goals. The competen¬
cies not showing a significance difference are task oriented.
People have a tendency to have stronger opinions regarding
interpersonal skills when assessing others as opposed to
task oriented competencies.
The race variable revealed that five of the seven com¬
petencies were non-significant. Competency V; The Educa¬
tional Leader Demonstrates Skills in Supervision and Evalu¬
ation and Competency VI: The Educational Leader Improves
Professionally and Provides the Staff With Opportunities for
Professional Improvement were the only two competencies
which showed any significant difference. The rationale for
the majority of the competencies not revealing a significant
difference may be related to how society views racial dis¬
tinctions. People tend to oppose being identified by race
when it is associated with their beliefs about human rela-
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lationships. The two competencies which showed some sig¬
nificant difference are more task related and are viewed as
less threatening when related to race. Therefore, a response
on these two competencies are more tangible and less subjec¬
tive when assessing principal's leadership.
School location, the third variable revealed that five
of the seven competencies were not significant when compared
to school location. Competency I: The Educational Leader
Demonstrates Skills in Relating to Others and Competency IV;
The Educational Leader Demonstrates Planning and Organiza¬
tion Skills were the two competencies which showed signifi¬
cant differences. The rationale for these two competencies
showing some significance is that the school system has em¬
phasized that good human relations and good planning and or¬
ganizational skills are of the utmost importance in the field
of education. Teachers, therefore, are more aware of these
two areas as being important in assessing principal's leader¬
ship. The rationale for five of the seven competencies not
showing any significance seems to be a result of the school
system's inservice programs relating to administrative
assessments. Regardless of school location, all teachers
are inserviced in the same manner and are socialized to re¬
spond in a similar manner when assessing the principal's
skills. This may account for the large non-significant
findings revealed when the PAL was compared to the school
location variable.
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The fourth variable compared to the PAL was years of
employment of teachers. Five of the competencies revealed
a significant difference. In contrast, the other three
variables when compared to the PAL showed most of the com¬
petencies to be non-significant. Competency VI: The Educa¬
tional Leader Improves Professionally and Provides the Staff
With Opportunities for Professional Improvement and Competen¬
cy VII: The Educational Leader Demonstrates Skills in Pro¬
tecting the Time on Task for Teacher and Student, were the
two competencies which showed no significance when compared
to years of employment of the teacher. The rationale for
this finding may be related to the belief that teachers with
longer years of employment mostly view improving themselves
professionally as personal and should be taken care of by
the individual teacher. Similarly, protecting time on task
for teacher and student also can be handled more efficiently
by the individual teacher. It is therefore suggested that
teachers with longer years of employment (the larger portion
of the participating population) viewed these two competen¬
cies as not being significant in the assessment of princi¬
pal's leadership. The remaining five competencies revealed
significant differences when compared to years of employment.
It is believed that teachers with longer years of employment
have had an opportunity to observe the principal more and
assess the principal from an individual frame of reference
than teachers with less experience who may be influenced to
assess the principal from a peer group reference.
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In the following section, findings were presented in
terms of percentages and distribution.
1. The analysis of Competency I, which is the ability
of the principal to relate to others, showed that female
teachers (58.3 percent, N=21) had a higher positive response
than male teachers (36.4 percent, N=4). In terms of race,
white and black teachers had the same positive responses.
School location data showed that principals in the central
location (48 percent, N=12) related more positively to teach¬
ers than principals in the south location. Elementary school
teachers with 6 to 10 years of experience felt that princi¬
pals relate more positively to them at a 61.4 percent rate,
while teachers in the 1 to 5 years of experience range had a
positive response of 50 percent.
2. The analysis of the Competency II, which is the abili¬
ty of the principal to communicate effectively with his staff,
showed that female teachers had a more positive response
(25.5 percent, N=10) that their male counterparts who had a
9.0 percent rate. In terms of race, black teachers had a
higher positive response (66.6 percent, N=16) than white
teachers who had a 29.0 percent rate. School location data
showed that principals in the south location (28.0 percent,
N=7) communicated more effectively with teacher than princi¬
pals in central locations (16.0 percent, N=7). Teachers
with less work experience (25.2 percent, N=8) felt that the
principal communicated with them more than teachers with
longer experience (15.3 percent, N=2).
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3. The analysis of Competency III, which is the abili¬
ty of the principal to make sound decisions, showed that male
teachers (54.4 percent, N=6) had a higher positive response
than female teachers (46.1 percent, N=18). Black and white
teachers had the same positive response which was 29.1 per¬
cent. School location data showed that principals had a
higher positive response (40.0 percent, N=10) in the south
location than principals in the central location (16.0 per¬
cent, N=4). Teachers with less experience felt that princi¬
pals make more sound decisions at 31.2 percent rate, while
more experienced teachers had a positive response rate of
30.6 percent.
4. The analysis of Competency IV, which is the abili¬
ty of the principal to plan and organize, showed male teach¬
ers (54.5 percent, N=6) had a more positive response than
their female counterparts who had a 53.7 percent (N=21). In
reference to race, black teachers had a higher positive re¬
sponse (58.2 percent) than white teachers who had a 54.1 per¬
cent rate. School location data showed that principals in
the south location (64.0 percent, N=16) tended to plan and
organize better than principal at the central location (48
percent, N=12). Teachers with less work experience (68.7,
N=22) felt that principals plan and organize. Teachers with
more work experience had a positive response of 30.6 percent
(N=4).
5. The analysis of Competency V, which is the abili¬
ty of the principal to supervise and evaluate personnel.
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female teachers had a higher positive response (46.1 percent
N=18) than male teachers who had a 26.2 percent rate. In
terms of race, white teachers had a higher positive response
(62.4 percent, N=15) than black teachers who had a 33.3 per¬
cent rate. The school location data showed that teachers
assessed principals equally on this competency. The percent
rate was 48.0. Teachers with more work experience felt that
principals supervise and evaluate personnel (61.4 percent,
N=8) than teachers with less work experience (18.7, N=6).
6. The analysis of Competency VI, which is the abili¬
ty of the principal to provide improvement opportunities for
staff, showed that female teachers had a more positive re¬
sponse (51.2 percent) than their male counterparts who had
a 26.2 percent rate. In reference to race, white teachers
had a higher positive response (62.4 percent, N=15) than
black teachers who had a 33.3 percent rate. School location
data showed that teachers assessed principals equally on
this competency. The percent rate was 48.0. Teachers with
more work experience (61.4 percent) had a higher positive
response than teachers with less work experience who had a
43.7 percent rate.
7. The analysis of Competency VII, which is the abili
ty of the principal to protect time on task, showed female
teachers had a more positive response (62.4 percent, N=26)
than their male counterparts who had a 54.2 percent rate
(N=6). In terms of race, white teachers had a higher posi¬
tive response (66.6 percent, N=16) than black teachers who
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had a 62.4 percent rate (N=15). The school location data
showed that principals had a higher positive response (72.0
percent, N=18) in the south location than principals in the
central locations (56.0 percent, N=14). Teachers with more
work experience (69.1 percent, N=9) had a higher positive
response than teachers with less work experience who had a
59.3 percent rate.
The data was further analyzed through Factor Analysis.
When biographical data were analyzed by VariMax Rotation, it
loaded on factors three and four. Self-concept, when ana¬
lyzed using the same type of factor analysis, loaded on fac¬
tors two and five. The PAL Competencies all loaded in a
cluster on factor one (see Tables 32 and 33).
The following were results of the three variables when
they were not rotated, rotated, without inputing biographi¬
cal data, and without inputing self-concept variables.
1. When the factors were not rotated, the data showed
that total years of teaching and school location were lead¬
ing biographical factors in the evaluation of elementary
principal's leadership, while the reduced factor was race.
The PAL's competencies factor analysis showed that super¬
vision and evaluation, communication skills, and making de¬
cisions were the main competency factors in principal's
assessment, while relating to others and opportunities for
professional growth were reduced factors.
2. When the factors were rotated, the data showed
that total years of teaching and sex were the leading bio-
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graphical factors in principal's assessment, while the re¬
duced factor was race. The PAL's competencies factor analysis
showed that supervision and evaluation, communication skills,
and time on task were the main competency factors in princi¬
pal's assessment, while relating to others and opportunities
for professional growth were reduced factors.
3. The Tuckman instrument which measures teacher self-
perceived behavior for non-rotated data showed that warmth
and acceptance and dynamism were the leading factors. In
terms of the rotated data, creativity and dynamism were the
leading factors.
4. The analysis of PAL's competencies without input-
ing the biographical data for non-rotated factors showed
that supervision and evaluation, communication skills, and
making decisions were leading factors in principal's assess¬
ment, while relating to others and opportunities for profes¬
sional growth were reduced factors. When the factors were
rotated, the data had the same leading factors as the non-
rotated data.
5. The non-rotated data for the Tuckman without in-
puting biographical data showed that warmth and acceptance
and dynamism were the leading factors. When the factors
were rotated, the data had the same leading factors as the
non-rotated data.
6. The analysis of the three hypotheses revealed no
significant difference when measured in reference to factor
analysis.
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This factor analysis confirms the internal validity of
the PAL instrument. However, in this study, it did not show
any signficant relationships between the PAL, biographical
data, and the self-concept instrument.
In his study, O'Rourke sought to validate the Profile
for Assessment of Leadership instrument by investigating the
internal validity and the construct validity of the PAL. He
also examined the relationship between the new PAL instrument
and the LBDQ. Further investigation was done to determine
if age, formal education, and teaching experience affected
the response given by participants on teh PAL and the LBDQ
79
instruments.
The present study differed in that the researcher
sought to examine the relationship between teacher's self-
perceived behavior and their assessment of principal's lead¬
ership. Secondly, this study differed in that it examined
several other demographic variables other than those used in
the previous study. O'Rourke's study's main emphasis was to
validate the PAL instrument, while this study's main empha¬
sis was to examine the relationship between teacher's self-
perceived behavior and biographical data and their affect
on the assessment of principal's leadership.
One of the findings in O'Rourke's study was also a
significant finding in the present study. He found that
79
T. J. O'Rourke, "A Relationship of the DeKalb County
Profile for the Assessment of Leadership in Relationship to
the Leader Behavior Description Questionnaire" (Ph.D. disser¬
tation, Atlanta University, 1985), p. 15.
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demographic variables such as age, teaching experience, and
formal education of respondents had no significant relation¬
ship as to how they responded on the PAL instrument. In this
study, variables such as sex, race, school location, and years
of employment had no significant relationship with the PAL
when analyzed by factor analysis, VariMax Rotation. The re¬
lationships were not significant because the instruments did
not provide much variation. The self-concept instr\ament,
the TTFF was too brief and did not capture enough aspects of
self-concept to provide variation. Other self-concept scales
were too long and the writer believed that participants would
not have agreed to complete them. There were other research
limitations such as time and availability of the identified
population which prevented the use of a longer self-concept
scale.
In addition to the previous findings, some other more
general findings are: the way teachers feel about themselves
does not strongly affect the assessment of the principal.
Teacher judgment is believed to be influenced more strongly
by factors other than self-concept and biographical data.
A look at the principal's behavior on the job and off the
job, a professional, non-professional view of the principal's
behavior might prove to be a worthwhile study.
Conclusions
1. Elementary school principals tended to relate
better to female teachers than to male teachers. Race of
the teacher was not a factor in principal relationships.
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Teachers with 1 to 5 years of work experience felt that prin¬
cipals did maintain a good relationship with them.
2. Elementary principals had a problem in communicat¬
ing effectively with their staff regardless of sex, race,
school location, or work experience. However, principals
tended to make sound decisions for the improvement of the
educational process.
3. Elementary principals as a whole do plan and or¬
ganize the school setting to make it workable. White teach¬
ers are more satisfied with the principal's ability to super¬
vise and evaluate personnel than black teachers. Also,
teachers with more work experience are more satisfied with
the process than teachers with less work experience.
4. Black teachers felt that elementary principals
are providing more improvement opportunities for white teach¬
ers than for them. There are better improvement opportuni¬
ties in the central location than in the south location.
5. Elementary school teachers with a positive atti¬
tude will rate the principal leadership in a positive manner.
Biographical data on elementary teachers did not affect
their assessment of the principals.
6. White teachers' self-perceived behavior was some¬
what higher than the self-perceived behavior of black teach¬
ers .
7. Elementary school teachers felt that principal's
leadership should be assessed mainly in terms of supervision
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and evaluation, communication skills, time on task, and
skills in making decisions.
8. Elementary school teachers tended to perceive them¬
selves as warmth and acceptance and dynamic. A creative
teacher is seen as being not only creative but also imagina¬
tive, experimenting, original, inconoclastic, uninhibited,
and adventurous. While a dynamic teacher is seen as out¬
going, outspoken, bubbly, extroverted, aggressive, assertive,
and dominant.
Implications
An accurate assessment of the principal's leadership
ability has long been a concern of educators. The present
practices fall short in the assessment of principals because
all available resources are not utilized. If an accurate
assessment is to be made, it must include more than an
assessment from school personnel. It must also include the
community (parents) and students in the assessment process.
In this study, the Profile for Assessment of Leader¬
ship (PAL) was used to assess principals. Based on the
literature to support this study and information attained
from researchers, the writer arrived at the following impli¬
cations :
1. Female teachers tend to be more positive toward
the principal than male teachers in elementary schools.
2. White teachers tend to assess the principal higher
on the majority of the PAL competencies.
107
3. Black teachers tend to assess the principal's
communicative skills as more clear to them, while white
teachers tend to assess the same skill much lower.
4. Principals in the southern geographical area of
this school system tend to communicate more effectively to
teachers than principals located in the central area.
5. Principals in both geogrphical area were assessed
high on their ability to plan, organize, supervise, and
evaluate.
Recommendations
1. It is recommended that the DeKalb County School
System increase the in-service training of elementary prin¬
cipals in communication skills, supervision, evaluation,
and providing equal improvement opportunities for all per¬
sonnel.
2. Elementary teachers with less work experience must
receive more in-service training on job requirements and on
the need for them within the educational process.
3. Elementary school principals must utilize teachers
more in leadership roles within the school setting in order
to improve the overall school operations and increase the
self-worth of the teaching staff.
4. Since the biographical data and self-perceived be¬
havior of teachers were not significant factors in the assess¬
ment of principal leadership, it is recommended that further
research be done in terms of professional and non-profession¬
al aspects of teacher/principal relationships.
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Canby Lane Elementary School
4150 Green Hawk Trail
Decatur, Georgia 30035
12 March 1986
Dr. Edward Bouie, Sr.
Associate Superintendent for Program
Development and Staff Assessment
3770 North Decatur Road, Building A
Decatur, Georgia 30032
Dear Dr. Bouie;
I have been a teacher, administrative assistant, assistant
principal, and principal in the DeKalb County School System
for thirteen years. During this period, I have sustained
an interest in utilizing all available resources to assist
educators in improving their professional skills. Thus, I
am pursuing a study to investigate the relationship between
teacher/principal self-concept, teacher/principal biographi¬
cal data, and teacher feedback of principal's leadership.
I am requesting the use of teacher feedback results of
elementary principals as one source of data in my study.
The names of respondents and the schools' identification
will be anonymous.
It is my hope that the insights to be gained from this study
will help bring principals one step closer to utilizing
teacher feedback as a positive means of leadership improve¬
ment.
Please consider this request and I hope that you will find
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H. I^ul Womack, Jr.
Robert R. Freeman. Superintendent
3770 NORTH DECATUR ROAD. DECATUR, GA 30032
March 13, 1986
Mr. John E. Carr
Canby Lane Elementary School
4150 Green Hawk Trail
Decatur, GA 30035
Dear Mr. Carr:
This letter serves as permission for you to conduct your research
in the DeKalb School District.
As you well know, our major focus in the school system is to
raise the level of student achievement, therefore, you are
expected to adhere to the following criteria:
1. There must be an anonymity of the school system personnel
that may be used in the research.
2. You cannot interfere nor take away any instructional time
of students and teachers.
3. A completed copy of your research should be filed with my
office.
You will be under the direction of Dr. Null Tucker. Please give
him a call when you are ready to begin your research. His
telephone number is 292-6613•
Please call me if I may be of further help.
Yours truly.
Edward L. Bouie, Sr.
Associate Superintendent
ELB:ocb





This letter is to confirm our telephone conversation in which
I requested your assistance in gathering data that will assist
me in my research study.
Please allow your Lead Teacher or Assistant Principal to
gather data from selected teachers in your school. Eight
teachers will need to be selected. Please consider a mix¬
ture of race, age, and sex in selecting staff participants.
Briefly, my study will investigate the relationship between
teacher's self-perceived behavior, teacher's biographical
data, and teacher's assessment of principal's leadership.
Your school was selected and selected teachers from your
staff will be asked to participate.
Please ask your Lead Teacher or Assistant Principal to take
a few minutes to distribute the information to selected
teachers on your staff. Upon completion of the forms, please
ask that they are returned to your Lead Teacher or Assistant
Principal and I will pick them up from your school on May 16,
1986.
I want to assure you that the information provided by your
faculty will not be identified by school, teacher, or prin¬
cipal. It will be analyzed collectively as the entire sample.






As a part of my doctoral research study, I would appreciate
your assistance in completing the following forms: The
Tuckman Teacher Feedback Form and a modified version of the
Profile for Assessment of Leadership. Also attached is a
biographical data sheet. Your responses will help further
knowledge relating to the assessment of principal’s leader¬
ship. Only you, a teacher, can provide the information for
this study.
You will notice that there is no place for your name. Please
do not sign your name since all responses are to be anony¬
mous.
When you have completed all of the forms, please give them
to the Lead Teacher or Assistant Principal. Thank you in
advance for your contribution to this research. It would





THE PROFILE FOR ASSESSMENT OF LEADERSHIP (Short Form)
Instructions
The statements included in this instrument are designed to
help you describe your principal's leadership. Responses
should be based on your observation during this school year.
Please do not omit any item. Read each statement carefully,
then select one of the five responses listed below. Put a
circle around the response number chosen for each statement.
Responses: Always Frequently Occasionally Seldom Never
5 4 3 2 1
You will find these response numbers repeated on the right
side of each page throughout the instrument.
THE PROFILE FOR ASSESSMENT OF LEADERSHIP (Short Form)
Always Frequently Occasionally Seldom Never








Acts on basis of staff opinions by giving
consideration in decision making. 54321
Discusses opinions different from his/her
own. 54321
Listens to opinions of others.
Demonstrates sensitivity to the needs
of those involved in conflict.
5 4 3 2 1
5 4 3 2 1
Makes every effort to ensure that deci¬
sions are fair and impartial to all
affected. 54321
Re-examines decisions in light of new
information. 54321
7. Demonstrates impartiality.
8. Bases evaluation on first-hand in¬
formation.
5 4 3 2 1
5 4 3 2 19.Informs staff in advance of criteria
to be used in evaluation. 5 4 3 2 1
10. Shares rationale for evaluation with
person being evaluated.
11. Holds a timely post-observation con¬
ference with staff.
5 4 3 2 1
5 4 3 2 112.Observes the staff members at work. 5 4 3 2 1
13. Develops schedule for evaluation.
14. Provides staff members with written
assessment of performance.
15. Has adequate supply of materials.
16. Works with service center to ensure
that equipment is in good repair.
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
Always Frequently Occasionally Seldom
5 4 3 2
17. Has up-to-date materials and equipment.
18. Establishes workable procedure for allo¬
cations of materials and equipment.
19. Avoids public criticism of others.
20. Uses discretion in managing personal
information concerning others.
21. Maintains a positive attitude toward the
educational process by making positive
contributions to discussions.
22. Fosters a positive attitude by example.
23. Establishes and reviews periodically
goals and objectives for unit/school
programs.
24. Communicates evaluation criteria for pro¬
grams to all involved in the program.
25. Collects data for evaluation.
26. Makes program decisions based on evalu¬
ation data.
27. Develops written plan for improvement
or enrichment of performance.
28. Implements plan.
29. Has follow-up observation if improvement
plan was developed.
30. Provides staff/associates with the infor¬
mation needed to communicate accurately
with others about school system programs.
31. Maintains a regular method of communica¬
ting school and system goals, activities,
policies, and regulations to staff, asso¬
ciates, students, parents, and community.
32. Considers the needs of the organization.





5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1















Always Frequently Occasionally Seldom
5 4 3 2
Communicates the importance of protect¬
ing time on task in formal meetings.
Communicates the importance of protect¬
ing time on task in informal settings.
Discusses readings and ideas from read¬
ings with staff or other associates.
Provides staff or other associates with
research related to various job areas.
Maintains orderly, clean, and safe
facilities.
Uses information from those receiving
services to inform the staff of thier
progress toward providing more time
on task.
Examines the materials generated by the
staff to determine that more time on




Encourages participation in job-related
professional meetings.
Encourages participation in local and
system-wide staff development.
Interrupts instruction/work time only
in emergencies.






5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2
5 4 3 2















Null Tucker, Profile for Assessment of Leadership,
East Metro Atlanta Assessment Center, DeKalb County




TUCKMAN TEACHER FEEDBACK FORM (TTFF)
Directions; Place an X in the one space of the seven between
each adjective pair that best indicates your perception of
your own teacher behavior. The closer you place your X toward
one adjective or the other, the better you think that adjec¬


























































Bruce W. Tuckman, "Feedback and the Chage Process,"





Please complete the following information. Circle or write
in the response which is appropriate for you.
HIGHEST DEGREE COMPLETED; BS/BA MA Specialist Doctorate
AGE; 21-25 26-30 31-35 36-40 41-45 46-50 Over 50
SEX Male Female
RACE; White Black Other
MARITAL STATUS; Single Married Separated Divorced
YEARS OF EXPERIENCE AS A TEACHER
YEARS OF EMPLOYMENT IN PRESENT SCHOOL SYSTEM
YEARS OF EMPLOYMENT AT PRESENT SCHOOL
LOCATION OF SCHOOL AREA Central South
